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1 Field Testing of Guideline

This is part two of the reports on testing the SOCIALSME concept. While part one reported on the feedback provided by facilitators, peer facilitators and managers, here the process of testing in the companies, the actual work within the companies is described .
The guideline (6x3 workshop concept and supporting material) has been tested by facilitators working with 5 SME companies each. All of these facilitators evaluated the material on the background of this experience and shared their experiences filling in an online-questionnaire provided by partner ISOB, using LimeSurvey. 
In addition to that operational partners also asked other facilitators, consultants and experts proficient either in training, consulting, SME problems or CSR issues (“peer facilitators”, to read and assess the material on the background of their professional expertise. At least 5 peer facilitators per partner (in most cases more) provided their feedback , that was also documented in a Lime Survey online questionnaire.

Last but not least, also the feedback from managers, whose companies were active in the field testing, were asked for their experiences and feedback. This reaction from representatives of the ultimate client group of the material is of particular relevance.

The concept and material therefore was evaluated and rated by three independent sources, which improves the validity of the results obtained.

In order to illuminate the background and context in which the facilitators and managers worked and drew their conclusions about the usability of the Socialsme material, the following pages describe the work within companies. The sources of this description are twofold: One are the descriptions of the work with companies in the facilitators feedback survey. Facilitators were free to choose the extent of this description. The other source are additional materials from the field testing process provided by the partners. 

As agreed by the partnership, all partners were free to choose a design of the fieldtesting that would fit best their specific national and sectorial setting, as long as the minimum requirements of involving five companies and clearly using the Socialsme concept and material as the main source and inspiration for the testing would be met. This flexible approach yielded a good access to the target groups and made the best use of the competences, resources and networks of all of the partners. For this advantage the downside of only partially comparable material from the fieldtesting in companies must be tolerated. Reports from the testing should therefore be read not as reports from a mechanical 1:1 implementation of a handbook, but as case studies in using the material in an innovative and flexible way, in a process of coproduction between consultants/facilitators and company partners. It can not be emphasized enough, that exactly this approach meets the main methodological concept of Socialsme, appreciative inquiry as the creation of a process that is guided by clients needs and not consultants pre-fixed concepts. As the description of the process will demonstrate, this in general can be evaluated  as  a success. The positive results of the quantitative evaluation and facilitators and managers qualitative feedback comments are further supported by the description of the field work.
The concept has been tested by 33 facilitators, working with 133 company representatives.

Testing in Companies
As suggested in the Socialsme guideline, Socailsme patners and facilitators worked with pilot groups within companies. The aim was to support strategy reflection and the building of plans of activities of key players within the companies, mainly owners, managers, but also key staff and experts. Learning activities themselves would then be implemented by the pilot groups during, but maily after the testing on a continuing basis.
Therefore the aim of the activities in the field testing has not been a complete implementation of learning policies and other socially responsible activities. This would have been by far beyond the time frame and resources of the project. 

Much more the criterion of success has been visible progess in the understanding of the concept of BSR, the importance of learning policies in this context. In addition to that first steps in the strategic planning of learning activities, including needs analysis should have been achieved. As an option also efforts to use more advanced methodologies of strategic planning, monitoring and evaluation of these policies, like the Balanced Scorecard methodology, supported by the Socialsme guideline could be used, depending on the degree of interst and present conditions within the companies.

The testing covered a period of six month. In this period facilitators from or affiliated with the socialsme partners have met with company repredsentatives several times. According to the local conditions partners visited companies five or six times on site as a standard. Where partner regarded group sessions as more conductive for learning and network building among companies also group sessions were used. 

At no point the concept was forced upon the clients. Where there was the impression that already the first steps of the process were enough material to digest for the partners, the process focused on these first steps and will continue later on when the first steps are integrated. Some of the companies were able to go through all of the process using all of the material from workshop one to six.
This diversity of the fieldtesting demonstrates that the intention of the guideline to provide material for a variety of situations and company settings has been met during the field testing.

 More in depth analysis of factors that influenced the process designs chosen and a hypothetical typology of users of the material will be provided by the internal evaluation in the final report of this project.

1.1 Lithuania

On the whole the in-company testing in Lithuania involved as many as 62 participants in company pilot groups.
Seminars, in modification of the concept, which focuses on working with a small pilot group that then involves a higher number of workers during the different activities, involved a comparatively high number of employees already in the 6x3 seminars.

54 persons took part in the pilot groups.

The testing was done by 5 different facilitators, broadening the basis for the rating of the usability of the material and involving a wide range of professional background and facilitating styles. Also collegial reflection and mutual support has been facilitated by working with a small community of facilitators.

Companies involved come from different sectors and are of different sizes.

They involved service companies, small production companies, grain processing as well as a service company, employing mainly academically trained personnel.

In all of the companies the 6x3 process could be implemented with substantial success. 

No major deviations from the process foreseen are reported. Where it was more sensible for the needs of the clients some seminars were done in one session. 

Main outcomes of the processes are a more thorough reflection of the situation of the company its aims and strategy as well as reflection of stakeholder relations.
Most importantly in all cases for the first time a systematic planning of SR activities in general and more specific for employee learning as a socially responsible activity has been done.

As can be seen from the facilitators` reports in all cases facilitators used inspiration from the methodology of appreciative inquiry. This is apparent from the appreciation of already existing socially responsible activities, the consequent building on the main characteristics of the general strategy of the company, but fanning the positive elements by helping to build a more explicit and systematic strategy.

As reported in the first part of this field testing report the rating of the experience and material has been consistently positive.

Although an even more simplified process would have been appreciated by some of the clients, it also became apparent that exactly the challenge by new elements concerning theoretical approaches and reflective exercises as well as analyses within the company, while demanding time and effort, are critical for the success of the concept.

Specifics of the processes in the companies 

JSC Danvita

The process has been facilitated by Agne Gadeikiene KTU. The pilot group consisted of 6 company managers.

According to the facilitators´ report, JSC Danvita is a major bakery with 86 employees. It supplies a wide variety of baked products. The company shows already strong characteristics of social and ecological concerns, e.g. it was awared of the environmental and tries to use eco-friendly materials. The facilitator reports that the company specifically is proud of constantly improving its activities, involving employees at all stages.
Therefore the facilitator strongly emphasizes that it was the “very right decision … to invite JSC Danvita to participate in the test of material” according to its “very high ambitions to become socially responsible company in the nearest future”. 

In spite of its ambition “Danvita has no formulated strategy of how the CSR is going to be incorporated in all company’s activities”.  As the main stakeholders employees, consumers (B2B and end consumers) and environment (nature) were identified. 

The company developed a general plan of CSR implementation, focussing on  search for new B2B clients, modernization of workplace, improvement of facilities and education of society about the characteristics of produced goods.
A specific action plan was set up and reportedly clients were satisfied with the results of the seminar. 

Workshops 3-5 focus specifically on learning activities. The facilitator emphasizes that the discussion of theoretical background material was integrated in the analysis and reflection of practical problems and resources of the company, reacting to a perceived reservation vs. purely theoretical deliberations.

The group successfully developed a plan of learning activities and concluded the workshop sequence with a reflection of the activities. The company is determined to continue the activities and to implement the plans of activities it has developed.

JSC “MAŽASIS SALONAS”
The process has been facilitated by Adele Astromskiene Lithuanian University of Agriculture. The pilot group consisted of 3 company managers and 4 employees.

According to the facilitators´ report, JSC “Mažasis salonas” is a „micro“ sewing company seeking to lean new methods of sewing and techniques application. The company has a strong basis for the development of innovative activities through its engagement in the community but also through its earlier engagement in a Leonardo da Vinci project. 

Since the company has no appropriate facilities seminars were conducted at the university with workshop one and two done in one session. 
The facilitator emphasizes that the company was glad to take this opportunity for strategic reflection, since „normally they do discuss on company issues all together very rarely”. 
Theoretical concepts were presented in a practical way, among them the concept of social responsible business conduct and stakeholders. Potential SR activities have been discussed.

For the first time the group formulated a mission and vision for the company and based on this (preliminary) overarching aims formulated BSC aims and activities.
Specifically high interest was shown for the topic of learning as a socially responsible activity. The Learning needs analysis was done thoroughly. A substantial amount of interaction between facilitator and company supported this analysis also between workshops (coaching by Email and phone). According to the facilitator the company made progress in discovering workplace learning as a resource for the company: “They have been surprised that there are possibilities to learn at workplace and have agreed that they have to meet at least one per month in order to talk about problems and decisions together”. Consequently learning planning and learning projects have been developed. Again workshops 5 and 6 have been done in one session, future activities were planned. Also the more demanding concept of BSC has been discussed in Mažasis salonas. Even as this is a small company the methodology met substantial interest and the new company strategy has been mapped in these terms.
JSC “KĖDAINIŲ GRŪDAI”
The process at Kėdainių Grūdai  has been facilitated by Ruta Adamoniene, KTU. The big pilot group consisted of. 17 managers and employees, demonstrating the engagement of the company by devoting substantial resources to the issue.

According to the facilitators´report, Kėdainių Grūdai is a joint- stock company active in grain processing. 

Concerning social responsibility the company builds on a strong base of activities, mainly in environmental protection. It founded a public establishment "Foundation for the Development of Nature Protection Projects“ and has initiated the project "Protection of white-tailed sea eagles in Lithuania" 

As recommended, the first two workshops were conducted in the first month and the following events one per month, to allow time for development of activities in between. 

Workshops took place on-site. The learning pathway suggested by the guideline was followed quite closely, discussing the main concepts, identifying stakeholders and envisioning conductive relations with them as well as activities to achieve this.

In the third workshop the group acknowledged learning as a socially responsible activity, and set up a group to conduct a learning needs analysis. Based on the process worksheets a learning plan was set up in the fourth workshop. Here the group also discussed how their activities would impact finances, processes, stakeholders and learning. The group therefore actively used the BSC perspective suggested in the concept as a optional methodology of reflection. The fifth workshops, following the suggested structure, developed the future learning system of the company. The final sixth workshop was used by the facilitator to introduce the Balanced Scorecard methodology in more depth, working on a strategy for the next two years and mapping it.
In the assessment of the facilitator the “organization was very happy to participate in seminars cause that let to find out many things what have not disscussed before in groups.” She also emphasizes the role of the facilitator for relating the concept to the concrete SME. 

P.I. EMPREKIS

The process at public  institution Emprekis has been facilitated by Zaneta Simanaviciene KTU The big pilot group consisted of  Zaneta Simanaviciene KTU 6 managers and employees who mostly have an academic professional background.
According to the facilitators´ report, „Emprekis” is a consulting and research company, situated in Kaunas. The activity is mainly related with the estimation of average prices of cars based on announcements from internet and newspapers. The company is active in employee learning (employees in the company are participating in various seminars), but also supports social causes, namely supporting children talented in music. 

Workshops 1 and 2 identified that the company has a narrow circle of stakeholders: owner of company, employees, consulted companies (customers). According to the facilitator the testing was conducted according to the suggested structure without major modifications, employees were interested in the topic and have been very inspired while performing tasks. According to the facilitator after every seminar employees have searched for more info on SR and learning in internet, asked for more information to read. 

In the context of the company it appeared that it is quite difficult to gather the main actors within the company for a whole three hours during work hours. A specific of the company is that some employees usually are teleworking for the company, so that they had to come to the company for the workshop.

The testing profited from a generally very positive attitude of organisation and employees towards innovation and learning.

The testing affirmed the implementability of the concept and yielded as an additional insight that in some contexts it might be worth to develop models of conducting some kind of virtual workshops to cater for the needs of companies were teleworking and electronic networking is part of the working culture.

JSC “VEROLODA”
The process at JSC Veroloda has been facilitated by Vilmante Kumpikaite, KTU The very big pilot group consisted of 18 managers and employees. Both of the managers have an academic education, while employees have a vocational education.
JSC “Veroloda” The small company was established in 2000 offering services for all main vehicle units. The activities in the company, following the approach of appreciate inquiry, can build on learning activities (employees regularly attend seminars on mechanics and other professional topics) as well as social sponsoring in cooperatin with Kaunas Professional School.

The workshops generally have been conducted with a one month sequence, giving time to implement activities in-between. The standard sequence has been followed with success without major deviations.

After discussing SR concepts and the company situation in the first seminar, the discussion focussed on a review of best practice examples.

Identification of stakeholders was followed by a development of visions of stakeholder relations and actrivities to achieve such relations. This included a priorisation of these activities.WS 3 to 5 developed workplace learning, starting off with a learning needs analysis. 

For employees and managers specific learning aims and learning pathways have been formulated. 

In the final workshops 5 and 6 it was developed “what and how should be achieved in learning field during three next years, how to involve all employees in learning.” The sequence was finalised by taking reflection to the next step by using the Balanced Scorecard approach. On the one hand the methodology was introduced, on the other hand this theoretical insight has been used mapping the BSR strategy map of the company, concluding this loop of continuing learning in the company. 

1.2 Bulgaria

On the whole the in-company testing in Bulgaria involved as many as 15 participants in company pilot groups.

Seminars, following the recommendation given in the manual of the concept, typically were conducted in pilot groups of three (2 companies) or four persons (2 companies). In one company the facilitator worked with the general manager.

The testing was done by 5 different facilitators, broadening the basis for the rating of the usability of the material and involving a wide range of professional background and facilitating styles. Also collegial reflection and mutual support has been facilitated by working with a small community of facilitators.

Companies involved come from different sectors and are of different sizes.

They involved service and consultancy companies, small production companies from the food and metal sector, as well as a transportation services company.

In all of the companies the 6x3 process has been implemented with substantial success. 

No major deviations from the process foreseen are reported. The description of all processes has been exhaustive and followed the main stages of the process, starting with the identification of the company situation, definition of stakeholders, mission and vision and going on to planning and prioritising fields of intervention.

Also in Bulgaria main outcomes of the processes include a more thorough reflection of the situation of the company its aims and strategy and a closer reflection of stakeholder relations
Most importantly in all cases for the first time a systematic planning of SR activities in general and more specific for employee learning as a socially responsible activity has been done.
In all of the cases a systematic planning of learning, including the development of a learning system has been achieved.

The balanced scorecard perspective has been used to make the understanding of the impact of the respective activities on each other and the business as a whole more profound.

As reported in the first part of this field testing report the rating of the experience and material has been consistently positive.

Specifics of the processes in the companies 

BORYA 88 Sole Ltd. & VLADIMIROVI Ltd.

The process here has been facilitated by Eleonora Negulova, chairwoman of NASMB.
Borya 88 Ltd., registered in 2002, and Vladimirovi Ltd., registered in 2006 are technically seperte entities, practically functioning as one unit. The company has 10 employees.

Working in Sofia the company offers accounting and consultancy services. There was a steadily positive development of business in recent years.

The process started off with exchange of information about the company. Discussing stakeholders the company, being a service company regarded employees who are supposed to provide these services as the most relevant stakeholder, folloed by customers and the tax office as an indirect customer.

Developing employees from scratch (training young people, mostly women) is the established model in the company.

Priority activities defined included: to improve the initial qualification of young employees; 2/ to improve the specialized qualification training of employees; 3/ to train employees in service and tax planning.

Fine planning for these priorities was done and the potential impacts were discussed using the BSR-BSC.

For all activities indicators to measure success were defined. Learning needs analysis was assigned and analysed afterword. Learning opportunities brainstorming yielded company specific opportunities for workplace learning. It is remarkable that learning aims were defined for employees as well as for managers. While the aims for employees included mainly technical skills of service provision (achieve quality in actions, improve productivity, learn to talk to customers, learn to ask questions, learn to explain steps, learn timing, learn to plan, learn new tasks). From the results an individualised training plan was developed and responsibility for implementation assigned. The strategy for the next 3 years was described. The interrelations between the impacts for each activity were defined. According to the facilitators´ report the purposes of the methodology and the whole process were quite acceptable to the employees and the management of the company as they were used to constant learning and understood the necessity and benefit from it.

PERSONAL CONSULT – Gancho Popov Sole Trader

The process has been facilitated by Anna Lalkovska, NASMB, who worked with a group of three managers and expert staff.
The process in Personal Consult has the specific that here a peer facilitating expert organisation was the client of the process. Therefore training experts used the methodology to be applied with customers first on themselves. From the report it can be observed that this mutual understanding of the concept made implementation easy and therefore all elements could be implemented smoothly.

Created in 1991 with main activity “diagnosis and management of human resources, qualification, consulting and publishing” the company had 19 years experience in organizing and conducting training courses, seminars and conferences in the country and beyond; a long tradition in publishing of specialized literature in accounting, human resources management, health management and others. 

The company had no problems understanding the process logic and the rationale for learning as a BSR activity. The company discovered that its main resources were its employees. Main challenge though was to find appropriate junior staff. New staff is trained on site in gradually more complex assignments. Concerning stakeholders the companies ranks customers, employees, and the State administration and the municipalities. The facilitators describes the reflection of the mutual influence of the policies vs. the stakeholders. Consequently the group then defined the mission of the company and a vision for the next three as well as next five years, the main aim being to train personnel to be able to provide new products and better offers with which to retain and increase the number of customers. The activity list developed includes to improve training efficiency, to improve the after feedback training of employees and to make training more versatile. 

From the facilitators report it can also been clearly seen that the group used the Balanced Scorecard methodology to gradually refine the definition of the mission and vision as well as activity planning in successive loops of reflection, leading to a final implementation plan, including activities, objectives, indicators, expected results, specific activities, responsible trainers, resources, manager in charge, timing and comments. On the basis of this thourough reflection the practical learning needs analysis and learning implementation planning was done. Learning targets for employees included: to pass initial training, to learn specifics of the job, learn preparatory actions, to learn to be more productive and to improve efficiency, to learn from clients’ feedback and learn how to be versatile. As learning targets for managers were defined to learn to motivate employees and analyze their needs, to learn to determine training tasks and supervise trainees, to learn to facilitate training and to learn to require results. Then an implementation plan of learning activities was made. The extension of these first steps to planning a full learning system and the final reflection of the process in WS 6 concluded the exercise.

MAKE TRANS Ltd.
The process at MAKE TRANS was facilitated by Margarita Kaisheva, free-lance consultant, who worked with a pilot group of 3, including the manager and two senior staff.

The company provided passenger transport on regular routes, using 11 own buses and 27 employees. Challenges identified through the first workshop include a high competition, regular maintenance of busses and finding appropriate employees. Deficiencies in the latter point include incomplete attendance of traffic rules, work discipline and handling paper work involved in the job.

As most important stakeholders the manager defined regular customers and customers with reduced fare (students). Own employees came only in third place. The company has experience in socially responsible charity activites like transporting children with disabilities for free.

In the second workshop defined the mission as to provide a regular and good quality services to customers. The vision was to have a sustainable business, constantly growing and improving the quality, to be seen by stakeholders as a stable company, providing good quality services, reliable and caring for its customers, its employees and society. To be able to do that the company aims to have better trained, qualified and motivated personnel, capable of improving the efficiency of the services delivered by the company within 3 years.

Strategic themes deduced from this vision included: to provide regular services, to improve the quality of transportation and to improve the technical maintenance of buses. 

In order to achieve that the group decided that thee qualification level of employees must be increased. (issues being bus maintenance, customers relations, politeness, Traffic Lawand security). In the brainstorming session of Workshop 4 the learning targets for employees were determined to getting technical training, becoming more punctual according to schedule, improving behavior with clients, becoming more polite, learning the Traffic Law and learning to drive safely. The learning targets for managers were to identify problems quickly, to find a solution, to organize and facilitate the training, to facilitate learning and to test the results. 

Consequently a Learning Activities Implementation Plan was drawn, the first activity planned was facilitated training of 3 employees in technical skills and bus maintenance. The second activity we planned was training of 5 employees in communication skills, polite behaviour and good relations with customers. 

The expected impacts included reduced costs by faster service and maintenance, better serviced and more secure stakeholders, less delays, more confident and more satisfied customers, more secure and more efficient processes, learn to be more efficient and less costly. 

Workshop 5 reflected on the learning system and defined its 3 year perspective, workshop 6 elaborated again on the activity implementation plan but pointing on the results and some indicators. Also the group again used the BSC perspective mapping the interrelations between the different impacts of the strategic themes (actions).
From the facilitators report it can be observed that a ful implementation of all elements of the concept has been achieved also with a group that included a majority of non-academically trained members. The group developed a full understanding of many of the factors important for a sustainable and therefore socially responsible business development with the adequate qualification of employees at the center of job security through customer satisfaction and efficiency. Also this group was able to reflect the gradual development of the strategy through a BSC perspective, which obviously contributed to the well developed understanding of these interrelations.

DAMARK Ltd.

The process was facilitated by Milena Alexandrova, NASMB, who worked with a pilot group of 4, including the manager, supervisor and two employees.

“Damark” Ltd., is a small private family company employing 13 persons manufacturing of windows, doors, hanging or false ceilings, curtain walls, etc. 

From the results of the first workshop the facilitator reports that the company was open to the idea of social responsibility and easily saw the relation to successful sustainable business conduct. Among major challenges is a shortage of business credit in the present crisis making it difficult to realize the full potential of production. Also the integration of attractive qualified workers available at the moment is a challenge and opportunity. Among stakeholders Damark ranks custmers, employees and investors. The report demonstrates a thorough reflection of stakeholder relations also in a three year perspective.

The company vision described already learning as the main means of achieving the overreaching goals: “through continuous training of employees to elaborate and diversify the products and services of the company”. 

Priority activities defined included: improve service quality by training of employees in additional professional activities, to show perspectives to stakeholders by specialized training for improvement of the employee qualification, to improve the image of the company by diversified qualification of employees and company specialization. 

These results were affirmed by using the BSC methodology as an additional means of reflection. 

Also the rest of the process described in the methodology was implemented without deviations, including Training Needs Analysis, based on the problem oriented approach, and development of a plan of activities describing the implementation of the activities, the results and the timing. 

It can be observed from the facilitators report that the in depth reflection of present conditions and challenges is a prerequisite for a smooth implementation of the more technical parts of the process.

It is remarkable that DAMARK exactly in times of crisis where all businesses are challenged, sees employee learning as a key factor of sustainable success. This even more so since it does not let itself being distracted by the temporarily good supply of qualified workers, but sees it as a challenge to introduce this talent to the company, gradually further improve its competences and to build its loyality to the company also after the crisis. The group obviously was able to deal also with the more challenging methodologies included in the guideline.

DOCTORS Ltd.
The process in Doctors Ltd was facilitated by Alexi Alexov, entrepreneur, consultant and member of NASMB. He worked with a pilot group of three company managers.
Doctors produces alcoholic beverages with the help of  20 employees in a peripheral area that is characterised by a low supply of qualified labor..
In the first workshop opportunities for the company (popular wodka brand) and challenges were identified. Among the latter is the lack of younger people in the village to work in the factory. Reasons include that there was no industry around and no schools for children to keep young families in the village. The basic level of most jobs in the company also does not offer much career opportunities up to now. This however should change through achieving more productivity by developing multifunctionality (being able to do more than one joib, facilitating rotation of tasks and mutual substitution in case of absences.

Stakeholder reflection resulted in putting customers first, followed by employees and the community. For all of these stakeholders the mutual impact was discussed. 

In the second workshop the mission was defined: To prove that we are able to make a first class quality product with good value for money. The vision was: In the next 3 years our company “Doctors” to become one of the 3 most preferred and reputable companies in the region. Strategic themes included: to keep the high quality of the product, to improve the training of our employees and to become more socially responsible for the local community. 

The activities were directed to different improvements as of technology, packaging, planning and basic skills. As topics to start with the improvement of the qualification level of employees by training for improvement of their basic skills, training in product quality and proper handling of products, and specific training in additional operations were defined. 

Concrete expectations for the next three years were: employees better qualified, waste reduced by 50%, improved quality of production, company image and employee motivation, to increase customer loyalty, satisfaction, income and profit. For all of that staff had to become more flexible with ability to substitute each other, with increased productivity and loyalty. 

These activities would impact different dimensions of the company. This was discussed using the BSC dimensions as follows: financially they would improve efficiency, increase income, decrease waste, reduce costs by reducing waste, increase profit saving expenses for training of new workers, reduce costs from saving of substitution time; in stakeholders they would increase satisfaction and reliability, improve motivation, increase loyalty and security, increase job attraction and satisfaction, increase flexibility; processes would become more secure and more efficient, innovative, competitive, reliable, with enhanced image, better understood and respected, with improvement opportunities; learning and growth would increase competitiveness, teach appreciation, increase market share, improve sustainability, bring and motivate faster growth and employee support. 

For achieving the objectives the measure was training, the main targets – employees and the action – learning by doing. Then we constructed the BSR implementation plan in which the results, the indicators and the specific activities were defined. 

Focussing on learning Workshop 3 identified as problems inducing learning needs: low productivity, high level of waste and need of flexibility of the workforce. 

Consequently Workshop 4, following a brainstorming of learning opportunities defined learning targets for employees: to understand the process, to improve basic skills, to improve productivity skills, to achieve quality skills, to get better handling skills and to learn new position skills. Also learning targets for managers were set: to understand and to analyze needs, to evaluate priorities, to find solutions, to involve workers and to become trainers. Learning Activities Implementation planning and reflection of intended impacts followed. 

Adressing the potentially damaging scarcity of qualified labour the expansion of this measures into an attractive holistic learning system was of particular importance.The group developed the insight that in order to find enough qualified staff it had to improve the image of the company, improve quality, efficiency, perspectives, working conditions and incentives like payment. To do all of this it had to organize training itself. In order to attract young people for training we had to improve the image of the company and product, to increase payment, to Improve perspectives and working conditions, to offer training to its employees. 

In Workshop 6 the group looked at the results of the implementation of the plan of activities. The facilitator reports that the activities were fulfilled but that it was too early to say if the objectives to improve productivity, to save costs reducing waste and to reduce costs for substitute employees were reached because it would take some time to measure them through several reporting periods. According to the facilitator “The test finished successfully and showed that the product is applicable in SMEs”. 

The case of Doctors is described at this point in some length since here we find an exemplary case of the implementation of the concept within a small company in a peripherial area, which was able to fully understand and integrate the complex concepots of stakeholder relations for the sustainable success of the company. The description of the results of the workshops demonstrates a high level of strategic thinking and mid- to long term planning, also in times of crisis and acute challenges. This applies also to the reflection of these interrelations through the Balanced Scorecard methodology, which has not been choosen as a tool in all of the SME cases. 

1.3 Cyprus

On the whole the in-company testing in Cyprus involved 10 participants in company pilot groups, consisting mainly of the companies core mangement.

The testing was done by three different facilitators. 
Companies involved come from different sectors and are of different sizes.

In all of the companies the 6x3 process could be implemented with substantial success. 

No major deviations from the process foreseen are reported. Where it was more sensible for the needs of the clients´ seminars were done in one session, resulting mostly in four meetings with the pilot groups.
The main worksheets used for all participating companies were CSR definition and background; Strategy Map; vision, mission, strategy of company; plan of training activities and indicators for measuring their outcome; plan of training activities and indicators for measuring their outcome; problem focused training needs analysis; dialogue based training needs analysis;planning of LNA; facilitated learning; reflecting the implementation.

As main outcomes of the process facilitators highlight:
· “A more thorough reflection by each senior executive of their company’s current situation, the challenges it faces and its future strategy was achieved through the facilitation 

· By discussing the main stakeholder groups that affect and are affected by the company, the senior executives were better able to understand the interdependencies with these organisations/people and how they can treat each group in a more responsible way for the benefit of their company

· The importance of having a well structured business plan, that will incorporate a systematic planning of CSR activities (primarily for employees) was emphasised by the majority of participants, following the completion of the testing phase.

· The training needs analysis was a very helpful tool for managers that they were not aware before (except one of them) and they all agreed that they will use it in their everyday practices from now on.

· The evaluation of the performance of each employee through the setting of clear goals at regular intervals and the monitoring of this performance was also a new concept introduced to the participating companies. This evaluation was also linked with the development of an incentive scheme for employees, in order to solve the No. 1 problem that companies face in Cyprus, i.e. retaining their high-calibre employees or finding qualified employees. “
According to the facilitators´ report the participants were very satisfied with the workshop experience and their comments were positive about the learning outcome.  The majority already started implementing the new knowledge and tools learned in their everyday activities. 

Specifics of the processes in the companies 

L. Papettas & Sons Ltd

L. Papettas and Sons Ltd is a small family-owned business in the heating and air-conditioning industrial sector. It is over 30 years old and well known in the market. The company is owned and run by the three sons of the founder. They are currently importing their products and installing them with their own installation teams. They are located in Nicosia, but they have branches in other towns. 

The process at Papetas & Sons has been facilitated by Dr. Athanasios Hadjimanolis and Celia Hadjichristodoulou, EUC.
The pilot group consisted of the three family members, age 42-47, who form the management of the company. The process was implemented in four sessions, according to the clients needs. Focus was strategic business planning and setting up individual training planning, including indicators for measuring training success.
The company considers as its mission to be a pioneer in small heating devices. Actually their main product, known as “Thermitron’, has an excellent reputation in the market. Their vision for the next five years is to grow in size and product range and operate in their new offices and factory that will be built. 
The firm does not have a formal strategy and a written strategic plan. There are however discussions among the owners about the future of the company and they are planning to build a factory in an industrial area for the manufacturing of folding doors, one of their recently added product ranges. 

According to the facilitators´ report, the process could build on some understanding of the company of environmental concerns as well as charitable activities in the community. Papettas and Sons Ltd according to the facilitator, is well informed about the need to protect the environment and participate in a recycling scheme for electrical and electronic waste. Papettas also pays special attention to the energy efficiency of their main products and import only energy efficient heating and air-conditioning products. They emphasize this aspect to customers and encourage them to select energy efficient products and take additional appropriate steps to reduce energy consumption. All gases in air-conditioning equipment are now ozon-friendly and when they have to be replaced they are replaced with the latest approved gases. 

Regarding philanthropy, the company is contributing to charities on an ad hoc basis. The example of a donation to a charity for diabetic children on the occasion of launching a new shop was mentioned. The donation was publicized in the newspapers. 

The discussion after the introduction and a briefing on the history and the main activities of the company concentrated on strategic and operational issues and the main concerns of the company. The basic components and issues of a strategic plan were introduced to the manager including the important aspect of employee learning and development. 

Then the various dimensions of corporate social responsibility were discussed using the main stakeholder groups in order to place the discussion in a logical order. 

Hiring and particularly retention of technical employees forms a major problem for the company. Relatively high turnover includes cases were employees start working for competing companies or starting own businesses. 

On the job training and the occasional use of external seminars are the main training methods. People are sent to external seminars on an ad hoc basis without adequate analysis of their learning needs. 

According to the facilitators´ report the manager has a positive attitude also towards external training, observing effects like improved knowledge and increased self-confidence and enhanced commitment to the company.

The relevant approach of analyzing learning needs and the evaluation of knowledge gained in external seminars and the extent of its application in work situation were introduced and discussed with the manager. The company is aware of the importance of customer satisfaction and has established a mechanism for recording and prompt treatment of customer complaints. 

The main problem the company faces is finding qualified technicians for the instalment and the maintenance of the equipment they sell and also retaining these people in the company. This conclusion made by the senior executives helped in analysing the current situation of the company’s worksforce and what the ideal situation would be like. 
Business & strategic planning of the company were another topic at the beginning of the process, following the sequence suggested in the guideline. Up to the workshops there had not been strategic planning of (business plan) nor a plan of CSR activities.  
The discussion then focussed on the importance of business planning in general and CSR measures in specific. 

Regarding employee training the group identified incentives, monitoring and evaluating training as a main factor of employee retention.

The focus of this discussion, according to the facilitators´ report, has been the evaluation of each employee’s performance using specific criteria/measures, which will help in devising an incentive scheme for each department or individual and thus motivating the employees to achieve the goals set for each one of them during the start of the year. This, in the facilitators assessment, was a topic that was of great interest to the company managers and they would like to prepare such scheme with the help of consultants that have the necessary experience. 

In the 3rd workshop the training needs analysis (per employee) was firstly introduced as a theoretical concept and then Mr. Koullis Papettas and Mr. Pantelis Papettas developed a template of the training schedule for each of their employees with the help of the facilitator. The discussion in the 3rd workshop focused on the needs of each employee in terms of personal and professional development, how these needs have been satisfied in the recent past and what mistakes were made in terms of training offered to employees and follow-up after its completion. Also it was explained how the monitoring and the evaluation of each training seminar should be conducted by the management team of the company, so that they can measure the result of the training on each employee and on the company as a whole. The main indicators to measure the success of each training seminar were introduced and explained by the facilitator.

In the final workshop (4th) the results from the first training seminars organised were discussed in detail together with the business plan that was prepared for the company with the help of expert consultants. 
According to the conclusion by the facilitators, the managers were all very positive with the results from this project as their main goal from now on is to develop a yearly business plan in writing, where they will include a number of CSR activities in it (with an assigned budget) and also put more emphasis on their employees’ development and training. 
The facilitator further notes that while the presence of Prof. Hadjimanolis as a expert from the University helped to introduce the process as a a whole with the top management, also the continuing working relationships with the operational facilitator have been critical, since only in a atmosphere of mutual trust and established relationships critical information could be shared freely. 
Among steps focussed in the process were the detailed description of the company was first introduced, followed by the type of stakeholders that affect its performance. Then the main problems/challenges that the company faces were discussed. An important step of the process was the development of a training needs analysis report per employee (template) by the managers of the company. 
Already during this phase of analysis and planning a small number of trainings were practically implemented on topics like customer service and professional selling skills. A number of indicators for measuring/evaluating the outcome of each training seminar were developed. Moreover the importance of having a detailed business plan, which will include all CSR activities that the company will perform was discussed in detail with the managers and they all agree that they needed to have this for their company. The most important milestones and goals of the company for the next 2-3 years were written down and this helped in assisting the managers in developing a draft strategic plan on their own and realising why this is important. Finally the introduction of an evaluation system for the employees’ performance which will be linked with specific goals set at individual or departmental level and the incentives associated with the achievement of these goals was discussed in detail. This can be regarded as an important step towards a systematic and socially responsible training and employment policy of the company, since such a system makes sure that all employees´training needs will be analysed regularly and will be met, so that a sustainable employability can be achieved. According to the facilitators´ report the dialogue among facilitators and management had shown that the emphasis should be placed on the employees of the company, as they are the most valuable asset and thus more incentives should be offered to them through clear goals set at the start of each year, in combination with further training and professional development activities. The detailed explanation of the training needs analysis process has helped the managers involved in the workshops to understand how this works in practice and what advantages can come out of this.
Elmasco Ltd
Elmasco Ltd is small company that employs 40 people and was established in 1957 by three owners. It provides its costumers with electrical equipment, components and other relevant parts. 

The process at Elmasco was facilitated by Celia Hadjichristodoulou and Margerita Kyprianou, Grant Experts. The facilitators worked with the managing director of the company. 
In many aspects the process in Elmasco could build on activities that show a company philosophy that is conductive to the further development of Business Social Responsibility.  According to the facilitators´ report, management said, that since it was established, the directors of the company have invested in the education of the staff. The employees receive specific training in technical aspects and soft skills and also the employees of the sales department are educated abroad. Good salaries, flexibility of work hours and the existence of a favourable environment at the work are the most important reasons why the turnover of their staff is very low. 

2010 is considered a turning point in companies’ history since it is the first time that the Managing Director is considering laying off a small number of employees since the incomes of the company have decreased due to the current economical crisis. 

One of the issues discussed in the pilot group is the development of a performance feedback system. As the manager reported already now there is a meeting every two or three months between the employees and the owner in order to discuss work’s performance and actual problems. Also these meetings help in the effective communication between the different departments of the company and it encourages employees to talk about their ideas concerning the future activities and the further development of the company.  The company also seeks to more systematically evaluate the further training of its employees. Therefore the process could build on a degree of understanding of critical factors that are critical for becoming a fully socially responsible company.
The discussion in the pilot group revealed cultural peculiarities of the Cypriot business environment. According to the facilitators´ report the company’s Directors emphasised during the discussion of the pilot group that Cypriot senior managers will only become involved in CSR activities because they feel obliged to do it (especially when it involves environmental issues) and not because they choose to do it on their own. In their judgement Cypriot culture is more focused on financial gains that are measured using strict hard accounting/financial methods and do not pay attention to softer issues like the influence of CSR activities on the reputation of the company in the long-term. Therefore the company has not developed until today a strategic plan as they do not feel that this will help them in growing further nor do they see the use of it. This is considered normal in the Cyprus market as only bigger companies invest time and money in writing down a specific business plan and then making sure that it is followed by all employees. Thus any CSR activities taking place will only be performed when a request is made by specific NGOs or when the need arises to support philanthropic events. 

Therefore during the process there was a degree of awareness raising for benchmarks of performance in strategic planning and employee development as well as other factors of systematic business planning. Nevertheless the manager for the time being is convinced that a flexible and reactive management style, taking into account the fast changing market conditions is best suited for smaller companies. The dialogue raised awareness also for training policies for the employees and the management will continue its situative training policy.
Main instrument identified during the process to implement this flexible strategy in business management and training policy are the meetings with employees. These meetings will be more frequent (monthly instead of quarterly) and more systematic in the future. 

While this outcome in future plans does not include many of the tools and methodologies offered by the guideline, it can be nevertheless be concluded, that if taken seriously, in this case the company has identified its own appropriate tool for employee involvement and development. Since this choice of strategy is based on values and insights shared with the Socialsme project, like the value of employee development and participation, a further observation of the developments in the company could reveal an additional model for the continuing implementation of innovative and responsible policies towards employees.
P.T. Hadjigeorgiou & CO Ltd

P.T.Hadjigeorgiou & CO Ltd is a pharmaceutical company, owned and managed by Mr. Panicos Hadjigeorgiou. The company is situated in Limassol. The company employs 27 people of whom more than 70% are University graduates.

The process at Hadjigeorgiou was facilitated by Celia Hadjichristodoulou and Margarita Kyprianou, from Grant Xpert Consulting. 

The pilot group at Hadjigeorgiou consisted of the two managers and owners of the company. Also a personal interview took place with each employee of the company. 

The process was conducted in four workshops.

The family-owned company has been growing steadily in the past 22 years and according to their own reports, their financial results are extraordinary. 

However, the company still has not achieved the required levels of employee productivity. 

A major development for the company for the next two years is the building of its own factory and office space in Limassol. The main challenge that the company has to face is the need for constant development and trading of new products, as the research and development activities in the pharmaceutical industry is very important factor for the company’s competitiveness. 

Personnel issues are critical in this respect. It is considered imperative for the company to hire new scientists specialised in the pharmaceutical industry that will assist in developing new and innovative products. 

The process could build on a good understanding of the rationale for CSR. This is demonstrated by activities in some dimensions of CSR. The company is currently studying the eco-friendly methods that will be issued in building the new factory in order to minimise the negative impact to the environment and also maximise the energy savings based on the building materials that will be used. Thus the company aims to build a “green” factory that will be suitable both for the local society and the company’s performance also. 

Among elements from the Socialsme process implemented in the workshops have been: Historic analysis of the company (products, employees, new markets, production of pharmaceutical products as a new line of business, building of new factory, changes in market share during the past 5 years, problems faced because of the economic crisis, organisation and management issues within the company) and problems faced by the company, due to the specific industry characteristics. Business and strategic planning of the company (management team was not well prepared to handle challenges of expansion, thus there are gaps in terms of management and control systems throughout the organisation. This affects the performance and the productivity of the employees.

A detailed training needs analysis took place, by interviewing each employee separately and then each Departmental Director and the General Manager of the company. Through these interviews the problems and challenges employees face were discussed with them and also they explained how these issues can be resolved through additional training and support by the company. Based on the evaluation by the facilitators, a detailed training schedule has been developed for each department and the implementation will start in the following two months, with the help of training organisations that have expertise in different topics (selling, promotion of pharmaceutical products, customer service, project and time management, preparation of budgets, etc). 

The General Manager acknowledged the importance of evaluating the performance of each employee in a more systematic and professional tool and different suggestions were made by the facilitators towards this direction (setting specific goals per employee, measuring their fulfilment, realigning these goals every 3-4 months, linking the achievement of goals with specific incentives). Already a pilot incentive scheme is in place for selling people however through these training workshops it became evident that this system needs to be applied throughout the organisation and not just one department.

In discussing issues related to employee development and training, it became apparent that it is necessary for the company to send the employees abroad to their suppliers, in order to get inside information about the pharmaceutical products that they sell. Also the company will organise training seminars with expert companies on “selling techniques for pharmaceutical 

products”, client service, project and time management and budget preparation. 

In the future the company will further develop a detailed strategic plan of the company for the next 5 years, which will also include CSR activities that the company will perform, their budget and the expected outcome from each. The plan will be developed with the help of expert consultants.

Hadjigeorgiou will collaborate with expert training companies for specific topics that have arisen during the training workshops, that have not been covered before. The company’s employees are used to constant learning activities and they understand the necessity and the use of it. 

Furtheron a new system for employee performance evaluation will be developed, including detailed yearly budgets per employee that will be linked with employees’ goals and incentive schemes. 

Renos & Demetris DIY & Construction Materials Ltd

Renos & Demetris DIY & Construction Materials Ltd (11 employees) is a family-owned business that was founded in Nicosia in 1990. The owners of the company have great experience from Cyprus and Arab countries in construction materials and in general the construction industry. The company has two stores, one in Archangelos and one in Strovolos, both in Nicosia. 

The process at Renos & Demetris was facilitated by Celia Hadjichristodoulou.
The company has been negatively affected by the economic crisis that started in Cyprus in 2009, as the sales in the construction industry have decreased by up to 40%. 

The discussion with the two Managing Directors of the company revealed that although the company has been successful, strategic planning up to now was not in the focus, limiting the options and transparency of the further growth. Also the company management was unaware of the CSR/BSR concept. Therefore clarifying these approaches was the focus of the interaction among pilot group and facilitators in the first workshops. It was revealed that, although unaware of the concept, the managers could cite quite a few activities that can be regarded as socially responsible. This involved giving to NGO, specifically those who cared for children in need and with health problems. Also the company sells eco-friendly DIY and construction materials in order to follow up current developments in this field. Another problem identified during the dialogue in workshops one and two according to the company´s Directors is their employees’ productivity. They explained to the facilitators that they are not satisfied with a small number of their employees as they are not eager to serve the customer in the best possible way. 

The facilitator explained the advantages of having a detailed strategic plan for the company and she helped them to develop a rough plan, discussing with them the main topics and issues that need to be included. According to the facilitators´ report, the company was hesitant at first to discuss training needs of their employees, since they do not send their workforce for training very often. However after a list of specific topics that relate to the company’s products and line of business was introduced by the facilitator, it became easier to discuss the training needs of their employees. Also the managers proposed their own topics of training that would be useful for each employee to participate in. 

Further discussion focussed on linking the monitoring of employees performance with customer satisfaction, based on feedback received. The discussion benchmarked this approach with best practices from other businesses in Cyprus, which the facilitator provided. It was decided to develop such a system in the near future. It is expected that a strategic training of employees will help to reduce operation costs while at the same time increasing the productivity of employees in order to secure their employment also during the imminent crisis of the general ecomomy.
Main steps from the Socialsme process implemented included:
· Training needs analysis, discussion with each employee and the General Managers separately

· Development of a draft business plan which will be completed in the following 1-2 months by the General Directors

· Inclusion of CSR activities in the business plan, that they will be implemented in the following 1-2 years (emphasis on philanthropic activities for children and development of their employees)

· Development of a draft performance evaluation system for employees, which will be linked with the incentive schemes. This will be completed in the following 1-2 months.

· Evaluation of current and future situation of the company, strengths and weaknesses, opportunities and threats (SWOT analysis)

According to the facilitators´ report, through their participation in the Socialsme workshops the General Managers were better able to identify the current situation of their company and their future prospects, having in mind the current economic crisis.  For the first time they analysed their strategic plans in writing and also they recognised their stakeholders and how each group affects and is affected by the company. 

The concept of CSR was introduced for the first time as the General Managers were not aware of it before and they explained how their company is involved in such activities. Within the business plan that they will develop a number of CSR activities will be included, emphasising on children as external stakeholder and employees as internal stakeholder. 

Sigma Television Ltd

Sigma Television Ltd is one of the major television broadcasting stations in Cyprus that commenced broadcasting on April 3, 1995.  It is geared at a younger audience, with the focus on the 18-45 age group. It broadcasts a mix of original programmes as well as popular foreign programming. 

The process at Hadjigeorgiou was facilitated by Celia Hadjichristodoulou and Margarita Kyprianou, from GrantXpert Consulting in four sessions. 
The company has around 275 employees (48% men/52% women) and the average age of employees is 35. More than 75% of employees are University graduates. The main development of the company in the past 6-7 years is that the senior management team has decided to invest in the production of local series. The company has been heavily involved in EU-funded projects, with the aim of training their employees and developing their skills and qualifications (both technical and managerial ones).

Sigma TV says it has spent more than 1,500,000 EUR in the past 10 years for CSR activities, like contribution in philanthropic events, free publicity of such events, 2 scholarships for University students at CIIP, publicity of social/cultural events (theatrical and musical performances), organisation of free talks with the University of Nicosia for topics that are of interest to the general public (invitation of guest speakers). Also the company has a policy for the protection of the environment through the recycling of objects/paper in the premises and also through energy saving processes in the everyday operations of the company.

According to the managers the career development for their employees is a very important part of the company’s culture. Most of the employees have their own Programme of Development which includes coaching, training and development of their career planning. Another positive development within the company is that a system of evaluation is developed for most of the employees. According to Mr Karatzias due to the structure of the company it is not possible to evaluate all the employees’ performance of the company but efforts are made towards this direction. The turnover ratio of employees is only 10%, a percentage that is considered low from the company’s Directors. The main reason for the employees’ departure is their employment in the government. 

The exercises with the Sigma pilot group included detailed discussion of the history of the company, on the main stakeholders of the company, employees’ development and learning: what practices are in place for induction of new employees, what is the percentage of employee turnover per year, what kind of training programmes are offered, how the attitude of the employees has changed over the last five years in relation to training seminars. 
Here the discussions revealed a trend towards more diverse and innovative learning methodologies:  while initially empoyees had a negative attitude traditional structured, theoretical seminars, that were identified with “training” as such, following the change of the HR manager less formal, more fun seminars for employees on a team basis have been introduced.

A further focus of discussion have been the goal setting mechanisms and incentive schemes: Not all employees in all departments have clear goals set for them and this has been set as one of the main priorities of the company for the following year. 

Although the company is large enough to have in place good practices in terms business planning, CSR activities, employee performance measures, etc, the reorganisation that will take place in the following 1-2 years will create the need for all these systems and practices to be redesigned, taking into account the future challenges that the company will be facing (going from analogue to digital) and the training needs of its employees that will arise based on these new technological advancements. 

Acording to the facilitators´ report therefore the workshops were particularly helpful for the managers involved as it gave them the theoretical background and the knowledge needed to prepare a new strategic plan for the company in detail, include the CSR activities that they plan to implement in this plan and also devise a more thorough performance evaluation and training schedule for each employee. 

1.4 Spain

On the whole the in-company testing in Spain involved 5 participants in company pilot groups, consisting mainly of the companies core mangement.

The testing was done by two different facilitators. 

Companies involved have been micro companies of up to 9 employees coming from different sectors.
In all of the companies the 6x3 process could be implemented with success. The character of the tested and scope of material used depended on the existing state of development of explicit management competencies and need felt for formal methodologies of business development.  

No major deviations from the process foreseen are reported. Facilitators, according to the methodology of appreciative inquiry designed flexible arrangements according to learning needs expressed by clients and started on the basis of the present understanding of terms and concepts, building on positive activities and fields of interest for the manager. All processes kept the standard schedule of six workshops of threee hours. As main outcomes and insights of the process facilitators highlight:
The process was conducted in the environment of micro companies, where there are, with one exception, practical management skills, but a low degree of awareness of main concepts of business management. 

Therefore discussion and reflection exercises mainly helped to introduce basic concepts of strategic planning, learning planning and BSR

Starting with a situation where training traditionally is done randomly according to training programs issued by providers and usually no initial training takes place for new employees, the process raised awareness for alternatives to that (learning system, learning planning, needs analysis) In all of the companies the worksheet on developing a learning system had some considerable impact inspiring reflection about a mid term perspective of employee development in general. As a lesson learned from the experience from the perspective of the internal evaluation the successful application of this reflective tool in the setting of micro companies is remarkable. It should be considered by facilitators working in such a setting to use this tool earlier on as a very simple but obviously powereful worksheet to open the discussion and based on this to introduce the more complex methodologies of training needs analysis and planning only later. 
This specific sequence of implementation of the material notwithstanding according to the facilitators most of the material could be implemented also in this setting with positive learning effects. In one company where management had more formal management qualifications also the advanced monitoring methodology of the Balanced Scorecard has been implemented.
Specifics of the processes in the companies 

Ferrer Servicios Medicos S.L.

Ferrer Servicios Medicos S.L. is a small company located in Barcelona. It was established in 1995. The company has 4 employees. It provides specialized medical services (orthopedics). 
The process in Ferrer has been facilitated by Fernando Leon, Pau Casals Institution

The manager is the owner of the company and does not have specific training in Management. The manager takes care of employee’s qualifications. In the perspective of the management, this way, the company organizes training activities according to market needs.
Workshop number 1: developed the reflective interview with the manager to initialise the reflection about the company and its activities. According to the facilitator the company does not fee it has serious problems with its employees. In contrast to that the manager also mentions serious problems like motivation and fluctuation. At the moment the company is not acting to solve these problem due to the Spanish situation of crisis. Learning and training at the beginning of the process are not regarded as a way to deal with the crisis. The company does not have an explicit learning policy. The standard method is to buy training services. The company organises courses when new methods or treatment appears. The company does not train their employees when they start to work. The manager did not have knowledge about BSR or activities in this field. 
Based on this setting the facilitator started with the material for presentation of BSR and the exercises. In the perspective of the facilitator the managers learning needs were covered already by part of the material provided by the guideline for this workshop.
Workshop 2 revealed a difficulty to relate the concepts of vision and mission as well as stakeholder relations to the perceived needs of the manager. Following the methodology suggested by the guideline the facilitator adpted to the learnig needs of the manger and walked him through the basic concepts step by step, laying out the main principles of strategic business planning. 
Workshop 3: “Action!”  proved to be closer to the immediate needs of the business. According to the facilitator the manager was very interested in the development of this workshop, even at this time he had no plans to organize any training activities, he wanted to make sure to know how to do it in the future. The courses and seminars in the sector are usually organized by pharmaceutical companies. The pharmaceutical companies paid the courses and seminars. An overview of methodologies of workplace learning, general model of facilitated learning at the workplace and approaches of training needs analysis expanded the understanding of learning discussing new concepts and benefits of training activities and the analysis of training needs: identification of work process, functional areas, critical situations, etc. In the assessment of the facilitator the manager has gained a general view of the workshop content and the importance of training activities in the company. 
Workshop 4 again focussed on the discussion of concepts like brainstorming, results and benefits of the brainstorming, how to develop a brainstorming, requirements to develop a brainstorming, etc. 
Mangement could strongly relate to Document 63501F “Building Learning Systems”, importance, new opportunities, way to develop activities, etc and document 63504W “Reflection on a Learning System” in workshop 5, which in the assessment of the facilitator initiated “a real debate about the learning system.” Workshop 6: Finishing the strategy building and reflecting on the next stage concluded the process. Although a more in-depth implementation was not appropriate in this setting the general concept of the Balanced Scorecard was introduced.
AEMUSMI

AEMUSMI is a small company located in Barcelona. It was established in 1998. It has 9 employees. AEMUSMI provides services related with IT and design based on IT. 
The process in AEMUSMI has been facilitated by Fernando Leon, Pau Casals Institution

As a general characteristic of the company settin the facilitator reports that the owner takes care of employee’s qualification and seeks to create a family atmosphere within the company, i.e. adaptation of working hours when a worker needs it, Informal information channels, easy to talk about personal problems, informal treatment and workwear. The owner of the company does not have specific training in Management. 
In the testing the standard format of six workshops of three hours each between October 2009 till March 2010 has been followed. 
Also here workshop number 1 focused ob the reflective interviewing. Training as a starting point is not regarded as the appropriate answer to the crisis although motivation problems of employees are identified. The company does not have an explicit learning policy, the company organises courses when new software programs appear. The company also does not train their employees when they start to work. Recruitment is done through personal and professional contacts and the impression of the personal contact. 
Also here the discussion of workshop revealed a low awareness of the basic concepts used in the Socialsme concept. Therefore workshop 2 was focussed on a discussion of these concepts, therby expanding the methodological options of the manager up to the level of understanding the main features of setting up a business plan. Also workshop 3: “Action!” introduced the manager to concepts that were new to him.  The training activities developed in the company traditionally have been organized according to new programs and practices in the profession and courses and seminars are usually organized by the programs companies, who also paid the courses and seminars. To add to this somewhat limited understanding of learning the facilitator explained the business case for learning and learning as employee development, gave an overview of methodologies of workplace learning, of the general model of facilitated learning at the workplace and approaches of training needs analysis. Specifically relevant in this respect proved to be concepts about the benefits of training activities and the analysis of training needs: identification of work process, functional areas, critical situations, etc 
This concept oriented approach was continued in Workshop 4: Planning Implementation of Learning. As a result in Workshop 5: Expanding Learning I could be develop close to the guideline structure. Also here Document 63501F “Building Learning Systems”, importance, new opportunities, way to develop activities, etc… Document 63504W “Reflection on a Learning System”, inspired, according to the facilitator,  “a real debate about the learning system”. 
Workshop 6: Finishing the strategy building and reflecting on the next stage concluded the process.
The facilitator emphasizes that mangers I this setting would be interested in learning more from the description of real cases rather than the theoretical concepts. Nevertheless the insights gained in the discussions inspired a more in-depth understanding of the companies learning needs and particularly the methodical options to expand this learning. The successful discussion of a potential learning system can be regarded as an indication of a beginning transformation of the understanding of the importance of learning in the company in general and the planning of this learning in particular.

CICADI

CICADI is a small company (9 employees) establish in 1998. It provides services related with IT. The process in CICADI has been facilitated by Fernando Leon, Pau Casals Institution

Owner of the company takes care of employee’s qualification and organizing courses according to market needs. The company has created a good atmosphere at the workplace, i.e. informal workwear and informal communication channels. The owner and manager of the company does not have specific training in Management. 
The testing followed the standard format. 
Process and main characteristics revealed throughout workshop 1 match the findings of the work in the other mico companies, main features bein, lacking formal management training, problems with employee motivation and a postponement of training activities during the crisis.
The company does not have an explicit learning policy neither employee’s policy. 
As the dialogue revealed the manager highly appreciates to have an atmosphere of privacy as a main aspect of company culture. All methodologies used in management therefore are reflected with regard to the influence on this culture of informality.  The manager did not have knowledge about BSR. While reporting a very positive working atmosphere of mutual trust, the manger does not consider this as socially responsible and therefore according to the facilitators´ report says the company has no BSR activities. 
Therefore workshop 2: “Visions and first steps” focussed on the main concepts of BSR and stakeholder relations.  Also here the manger was interested in the content of Workshop 3 as an expansion of his personal methodological competence, learning about how to plan training activities in the sector of ICT. 
The same is true for workshop 4: Planning Implementation of Learning, that also focussed on the discussion of basic concepts. 
Again in CICADI the reflection of the requirements of a learning system proved to be a potential anchor for the discussion of leraning as a socially responsible company management strategy. According to the facilitator here the discussion had real energy. It can be expected that this will facilitate the gradual further implementation also of the other methodologies.

Consulting AM.

Consulting AM. S.L. is a small company located in Barcelona. It provides legal services. The company has 3 employees. 
The process in  Consulting AM. S.L. has been facilitated by Jose Gonzalez PAU CASALS INSTITUTION

Also small, the company proved to be a quite contrasting case, since the profound methodological knowledge of the company partner allowed a more collegial discussion of the issues when working with the guideline. 

As the reflective interview revealed the atmosphere in the company is “like at home” and that let to work productively, mainly, informal communication channels and cooperative work. 
The testing followed the standard format. 

As a consequence of the high level of pre-understanding of concepts almost all of the material provided in the guide could be used. 

Althoiugh thereflection revealed no serious problems regarding employees, there is need for an expansion of the mehthodological portfolio on issues like how to motivate employees, retention of employees, etc. The company has several problems due to the Spanish situation of economic crisis. The company is loosing clients every month. 
As to be expected given the micro size, the company does not have an explicit learning policy neither employee’s policy. The manager organises courses when new programs, methods or new legislation appears. The company also does not have a train policy when new employees start to work in the company. The manager uses his contact in order to find new employees. He contacts to new candidates and he interviews them. It is necessary for the company to know the people that are going to work with them. Privacy is the main aspects for the manager and the company. 
Although having formal management training, the manager did not have much knowledge about BSR or activities to develop a BSR. According to the facilitator the manager here sees big corporations as a benchmark, which put CSR on the agenda as an important part of their strategy. 
In contrast to the other Spanish companies here also the material to guide the reflection of the company strategy using the BSC could be implemented. 
As a consequence the manager plans to develop his small companies mission and vision in more depth. 

Workshop three discussed the main concepts of workplace learning and the potential impact of these methodologies on micro enterprises. 

Also for the rest of the process the facilitator reports an implementation according to plan, discussing the main concepts and filling in the suggested exercises. 

Duro Sanchis

Duro Sanchis is a small company located in Barcelona. Duro Sanchis S.L. provides financial services. The company has 7 employees. 
The process in Duro Sanchis has been facilitated by Jose Gonzalez PAU CASALS INSTITUTION

The process followed the standard format. Nearly all of the material from the guideline has been used. 

The reflective interviewing during workshop 1 identified the main characteristics of the company setting. The owner of the company seeks to create a family atmosphere within the company, always care on personal problems. The relationship between the manager and employees is regarded as excellent, in the mangers perception they have created an easy way to work based on the honestly, cooperation and productivity. 
The manager is the owner of the company and she has training in Management. 
The manager did not have much knowledge about BSR or activities to develop a BSR. The manager knows that is really important in corporations and he knows many companies very active in the topic. With this background, I started with the material for presentation of BSR, but in general terms, and the exercises. We did not have problems to use all the material due to the excellent qualification about. In Workshop 2: “Visions and first steps” the workshop could use the Balanced Scorecard Perspective because the manager has knowledge to understand it. After the workshop, she is thinking about to look for time to develop the vision and mission of his enterprise. Workshop 3 discussed the business case for learning and learning as employee development, overview of methodologies of workplace learning, general model of facilitated learning at the workplace and approaches of training needs analysis. 
Workshop 4: Planning Implementation of Learning the facilitator reports he did not have any problem to develop the workshop. The only problem was to understand some concepts of the worksheet: Plan of Learning activities. Real cases could help to understand it. Again werkshop 5: Expanding Learning is highlighted. In the assessment of the facilitator “it was really easy to develop the workshop, with a really good debate about the learning system and its benefits.” 
In the general assessment of his experience the facilitator sums up “Everything was really easy to understand and really productive information.”  For workshop 6 he claims that more concrete examples of the strategy mapping using the BSC could further facilitate its implementation. 
1.5 Romania

Romanian partner FIA Test tested the Socialsme methodology and guideline in a setting of a joint working group of mangers from the testing companies. This was regarded as more conductive to a in-depth understanding of the material. The understanding of the concept should be improved by the exchange of experiences and mutual support in generating ideas for activities. In addition to that the common work helped to network the participating companies. 
The group consisted of five mangers representing 6 companies from different sectors and of different size located around the Piesti region. In addition to that there was one bilateral workshop with an organisation from Bucharest. 

The testing workshops were facilitated by Alina Costache and Simona Gitu.

The facilitators sum up their experiences from the testing as very positive: 

“The feedback was positive, both from the point of view of managers and facilitators. We consider that the methodology should not be modified, only some improvements based on the feedback given. Also… we consider that it is important that the methodology to have an introduction about the goal, the objectives, and application field.”

As a consequence of the intense work in the group managers declared that they felt empowered to implement the process within their companies on a sustainable basis with or without the assistance of the external facilitator. Obviously hhere the academic background of most of the mangers who participated is a positive prerequisite both for the understanding of the concept, but also for the openness in cooperation among each other.  This resulted in a high level of confidence in applying the concept as a part of the mangers methodological portfolio as well as their actual management practices.

A detailed description of the application of the different parts of the process is given below.

The Socialsme process was tested by six organizations.

SC ABC SOLUTII INFORMATICE SRL 

The company has been founded in 2007 as a response to the needs identified in the local market for complete solutions in IT. ABC Information Solutions offers services, consulting and marketing IT software and hardware. Although recently established in a market with a high competitive environment, the company has developed in this field, obtaining notable results and a reputation as the seriousness and professional services. Company is certified ISO 9001 - quality system by TUV Austria The company is a small company in Pitesti. The general manager is a young person which was open to inform him self about the subject of Social Responsibility and was ready to apply the methodology within his company. The manager was involved within all the activities and also he will interact with the facilitator regarding the training session for employees based on the needs analysis.

SC HORIBA GMBH TULLN SRL Branch Pitesti 

The company is part of the company Horiba from Austria and Horiba Pitesti Branch was founded in 2009. HORIBA offers products for the Automotive industry, process and environmental technologies, medical diagnostics, semiconductor manufacturing and the field of molecular and elemental analysis for research, quality control and laboratory analysis. The company in Romania was founded because offers assistance and support activities for research and development of the center RENAULT from Titu, Romania. The company is in its beginnings. As a consequence of the participation in the testing group the  manager wants to test the methodology in the company. He also wants to align it with the requirements of the parent company. The manager considered that participation in the project helped to identify the company mission, vision and trajectories of development, specifically in the leraning dimensions of BSR.

SC METAL IMPEX ROMANIA SRL 

The company is a member of the Group Bonne Comenor Metalimpex France. Activities include sorting and valorisation of recycled material. Since its creation in 1899 the BOONE COMENOR METALIMPEX Group has become one of the leading companies in the field of reprocessing and recycling of ferrous and non ferrous scrap metal. In Romania the company has grown by winning the auctions at the county level and working points. Subsequently the company was taken over by Suez Gaz de France. The manager was fully involved in the process of testing, she help the facilitator with the location to deliver the workshops and offered her support for all details. As a consequence of the testing the manager stated that she will provide and deliver the training for the employees and that it was a good experience to be involved in the project . According to the facilitators´ report, the process will be continued in the company. Interest was really high, all the workshops were appreciated and she considered that the manual offers to the interested parties necessary information to apply the methodology within the companies. 

SC CONSULTING SAFETY EXPERT SRL 

The company is a micro enterprise and was established in 1994. The main field of activity is consultancy and in accordance with the requirements of occupational standards, it was decided that external service for health and safety at work, in accordance with legal requirements in force.
SC SUDOROM CONFORT SRL 

The company was founded in 1990 with the name SUDOROM and in 2009 is established SUDOROM CONFORT with 2 directions: production and trade. The activity sector of the company is metallic structures and heating and sanitary installations. The company has 12 employees and it is based in Bucharest. It was an important player on the market in its field and the objective in this moment is to recreate and develop the products required by the market. 
SC EXPERT CONTABIL MIHAILESCU SRL

The company offers accounting and accounting revision services as well as consultancy in the fiscal domain. It is a company with Romanian capital and was founded in 2003 by two associates. The company is a member Corps of Expert Accountants and Authorized Accountants from Romania (CECCAR). 
Partner FiaTest provided lessons learned from the testing by workshop and documents used.
Testing in common workshops
The testing in workshop 1 focused on the reflective interviewing and the identification of main stakeholder as well as the concept of stakeholder relations itself. 

Facilitators also used material to support their presentation of BSR concepts and benefits.

Participants particularly highlighted the identification of stakeholders as the starting point for designing a business strategy that would includde BSR aspects based on stakeholder needs. Also participants appreciated the opportunity for reflection provided by the worksheet for individual reflection (Things I learned about my self today and Things that I learned about others?) Facilitators report that all forms provided were very useful and well received.

Workshop 2 (Visions and first steps) elaborated visions and first steps. Here particularly the matrix of priorities proved to be a helpful reflective tool. Facilitators report that this tool was used “enthusiastically” by the participants.
Also each company formulated a draft of its mission and vision. Practical planning of first steps however was regarded as somewhat repetitive given the results already achieved in workshop 1. Furtheron the group also defined indicators and measures for the goals to be achieved. 

The group choose not to use the optional material on the Balanced Scorecard perspective at this point, since they considered it as not applicaple in their business environment at this point. Nevertheless the concept was presented and discussed.
The discussion in workshop here focussed on learning needs analysis methodologies. Facilitators say that they felt well prepared for the discussion by the material and participants say they ewill use these methodologies in their own businesses. As a support the participants were, besides of the worksheets) also provided with the background material on this topic. 
Workshop four particularly refined the planning of learning, including the setting of precise targets and indicators. There were no particular difficulties and the participants welcomed the further elaboration of their plans.  

As in the Spanish testing, also in Romania managers found the reflection on building a learning system, using worksheet 63504W to be particularly helpful. The reflection of what to do to upgrade skills, how to retain valuable staff, keep workers skills up to date, avoid loss of competences because of health problems, foster the potential of high potentials, train management and use existing expertise, in a three year perspective gave the managers a complete picture of the agenda of a socially responsible personel development policy. Also here the simple tool proved to be nevertheless quite powerful.
The discussion was conducted on the basis of a discussion of the standard model of facilitated, project oriented worklplace

The process was finalised in workshop six by going through the reflective exercises forseen here.
Accordig to the facilitators report “The managers said that they got very useful information during the period of testing the methodology, being considered a bench marks for their future development in the area of BSR.” They sated that they would implement a lot of the activities planned in their companies and will use the process also to identify and plan activities in other dimensions of Business Social Responsibility in addition to learning.
1.6 Latvia

On the whole the in-company testing in Latvia involved 9 participants in company pilot groups, consisting mainly of the companies core mangement.

The testing was done by three different facilitators from Riga Technical University Prof. Natalja Lace, Prof. Elina Gaile-Sarkane and Guna Ciemleja PhD candidate.

Companies involved have been small and micro companies of up to 35 employees coming from different sectors, ranging from publishing, production, car repair to services.
In all of the companies the 6x3 process could be implemented with success. No major deviations from the process foreseen are reported. Facilitators, according to the methodology of appreciative inquiry designed flexible arrangements according to learning needs expressed by clients and started on the basis of the present understanding of terms and concepts, building on positive activities and fields of interest for the manager. All processes used a format of putting the material of the six workshop concept into four meetings with the companies. As a consequence the frame of three hours per workshop has been expanded in a number of cases.
As main outcomes and insights of the process facilitators highlight:
Companies are very interested in getting knowledge on strategic planning of BSR and training as well as strategic business management in general. They are open for communications and discussing their problems with external facilitators.  

Companies´ administration were able to identify company’s stakeholders. All companies believe that their employees and clients are among their main stakeholders, with the exception of “Talsu vēstis”, which considers that all stakeholders have equal significance. 

Time for preparation and holding the workshop was more or less adequate. 

In WS 2 business people understand importance of BSR and its impact on company’s performance. 
In contrast to other testing settings in Latvia pilot groups used the BSC approach as a methodology for reflection of their strategic approach. The facilitator reports that the “methodology for setting company’s priorities and build-up BSC is perfect”.
Regarding WS 3 the facilitators regard the methodology as clear and experienced that the material provided all needed information for adequate evaluation of the needs and qualification of each employee, critical methodological knowledge to be used by the members of the pilot groups.
Facilitators experienced that in workshop 4 brainstorming is an adequate method for creation ideas of needed learning and training, incuding discovering new learning opportunities.
As points to consider while implementing the process facilitators from Latvia mention the necessity to keep focus and keep the time frame. They would have liked to have more precise instructions at some points and were unsure about what degree of knowledge of company and sector expertise the facilitator will need. Regarding the utilisation of the BSC approach the facilitators recommend to make the exercise even more structured by scheduling two separate workshops, one on the general aspects of the BSC approach, the other on linking of BSC and Business Social Responsibility. 
Specifics of the processes in the companies 

Reklamdruka JSC

Reklamdruka JSC is a Business gifts manufacturing company employing 23 people
Actual explicitly socially responsible activities include sponsorship of many different activities especially for students. The company supports education of employees, especially higher education. The company says it aims to provide workers with good education what motivates growth and aims to develop good relations with clients and partners for sustainable development. The company is investing in existing and potential customers by sponsorship.

The process has been facilitated by Prof. Elīna Gaile-Sarkane Riga Technical University (RTU).
First contacts were oriented on explanation of main idea of this test and expected results. The preparation for first and second meeting with company required a lot of time since there were a lot of questions what should be clarified before the meeting about both company and methodology. Also in the first meeting a lot of effort was taken to establish a trustful relationship as a basis for the further cooperation. This has been successful and the rest of the meetings were conducted according to the guide provided. The facilitator reports that during the second meeting the ideas of the concept took a hold with the manger and he was actively interested in getting more information and methodological knowledge.  Step by step managers of the company were involved in the process. The workshops helped company to create their development strategy, taking into account their needs in human resource development. The facilitator reports, that the company was satisfied with the testing results and got a lot of benefits for further evaluation, especially in in-company learning system development.

Rīgas Zīmogu fabrika Ltd

Rīgas Zīmogu fabrika Ltd is a stamp factory with 18 employees

The company uses up-to date technologies for production with an aim to provide ecological manufacturing. The factory is located in the downtown; therefore ecological aspects are very important. Workers are provided with appropriate work-wear and individual safety equipment.

The company provides employees with health insurance and regular health tests, do regular payments in private pension founds.

The process has been facilitated by Prof. Elīna Gaile-Sarkane Riga Technical University (RTU).
Among guiding believes of the company management revealed during the first workshops has been that employees are a value for the company, and that they should feel stable, needed and safe in their work place.  The company should provide well balanced manufacturing, taking into account interests of all stakeholders.
The facilitator reports that preparation needed in this second field case has been substantially shorter. 
Testing was done according to structure. Also here the need for a more elaborate intrioduction of the BSC has been felt. 

The facilitator highlights that the executive manager actively joined the field testing, particularly engaging in the practical identification of learning needs. It is reported that feedback was very positive and “there were not any problems during the testing phase and company got as much benefit as expected.”
SIA ALVA auto
SIA ALVA auto is a motor vehicle repair and service company. SIA “ALVA auto” counts 10 employees. SIA „ALVA auto” delivers car services: computer diagnostics, tyre fitting, installation of car alarm systems, engine repair and other services. Company’s organization structure is simple: administration and two shops – electronics and mechanics. The process has been facilitated by Prof. Nataļja Lāce Riga Technical University (RTU)

Among socially responsible activities the enterprise provides lunches for workers, flexible work time for workers who has small children, individual approach to whom who drink; waste management. Guiding beliefs identified include to take care about workers and clients: for workers – job opportunities, normal work conditions and respectable salary; for clients – qualitative services, reasonable prices; to be not harmful to the nature; to accept business rules; to create value for the society and company’s owners.
The workshops developed the mission of the company. Mission of the company is to deliver high quality car services in purpose to insure company’s development and create value for owners. Company is developing using only own financial sources (profit and owner contributions). In 2007 - 2008 company’s revenues were stable. Cash flow insured company’s development and modernization. In 2009 company’s revenues decreased dramatically. One new worker was trained. Company takes care about trainees – young people. In 2007 – 2009 fife young trainees undertook an internship. Company is developing using own financial sources, no long-term debts. Financial independence is good sign in crisis, but not for normal economic conditions. Company’s managers have good relations with administration of small car services and small auto part retail trade enterprise. According to the facilitators´ report the workshops helped company to create their development strategy, taking into account priority needs in human resource development. The actual situation took considerable space as a starting point of the strategy discussions. It was discussed how to survive in crisis, when demand on services has dramatically decreased. Reportedly the workshops were conducted according to guideline without any notable problems.
SIA Rigatur

SIA Rigatur is a travel agency with 5 employees. The process has been facilitated by Prof. Natalia Lace.  

Among existing BSR activities the enterprise supports workers by free of charge travel packages, thus organizing their training. Organizing travel tour for children with special needs, the enterprise hasn't charged fee for visas.   

Among guiding believes of the company is rendering safe services to clients, who is considered not as the object on whom earn money, but as individuality, which is worthy of personalized service, human understanding and taking into account of all their needs.
The process identified the mission of the company as rendering safe services to clients, who is considered not as the object on whom earn money, but as individuality, which is worthy of personalized service, human understanding and taking into account of all their needs. Company is developing using only own financial sources. In 2007 - 2008 company’s revenues were stable. Due to the crisis the amount of travellers are decreased and at the same time company’s revenues has decreased also. Administration of the company accepted co-operation in purpose to become familiar with new concept. Administration hopes to improve quality of services by introducing BSR into the operations. According to the facilitators´ report the workshops helped company to create their development strategy, taking into account priority needs in human resource development. 
Talsu vēstis SIA

Talsu vēstis SIA is a publishing company employing 22 people.
The process has been facilitated by Guna Ciemleja, Riga Technical University.
Among existing BSR activities identified were: The enterprise contributes a part of advertising incomes to needs of children's sports schools. In 2009 the enterprise participated in gardening action „Talsi zied " (Talsi is blossoming), having allocated means for creation of flower beds.
Enterprise is socially responsible if provides wages to employees that are not below     than average wages in branch, and pays taxes, which provide respect to the enterprise.   

According to the facilitators´ report, the company was very interested in this field test. They wanted not only to join to this process, but also read methodology and afterward gave their comments. The company manager involved also employees in the test. The company was very active in discussions about all topics, except financial indicators. According to the facilitator this “may be explained by local situation (the company is form small city in Kurzeme and they are afraid about information leak)”. Testing was done according to guideline and reportedly “satisfied the company and me as a facilitator”. 

Kurzemes sēklas SIA

Kurzemes sēklas SIA is a Wholesale trade and retail trade with 85 employees
The process was facilitated by Guna Ciemleja of Riga Technical University

Among the BSR activities of the company the facilitator mentions: The enterprise takes care of workers' families, helping them in purchase of seeds and planting materials. Children of workers can be employed during summer vacations for weeding works. Students can replace the parents during their vacations.

According to the report on Kurzemes sēklas, Ltd., the general manual was tested with success, but there were a lot of challenges in consulting process. Contact person was Financial Director and therefore main results were oriented on development of accounting staff, not on sales representatives and other workers. It was difficult to discuss strategic standpoints, while “it was very good to have reflections”. 
1.7 Poland
Testing in Poland was done in five companies on site working with facilitators Eugeniusz Gosiewski Sales Department Director, Coach and Consultant in cooperation with several business units,  Dorota Teneta-Skwierc lecturer at University of Economics in Wroclaw, 
Krzysztof Kuźniak Phd in economics, graduate Master Degree at University of Economics in Wroclaw and the Academy of Music in Wroclaw as well as prof. Grazyana Swiatowy as coordinator of the facilitation. According to the reports the interest of the companies involved focussed on general strategy building. Issues of Business Social Responsibility have been discussed within the pilot groups. While the issue met some interest the perception of managers in general was that  the situation in the companies urges more short term and profit oriented focus. According to the reports the workshops were nevertheless successful in opening up the awareness of the partners for the issue. The concept also proved to be useful also for companies seeking support for more general strategy building. Taking into account that companies here at many points showed the “classical” bias of acting socially responsible, but not referring to that concept explicitely, from the report becomes apparent that the concept in fact yielded a result that included more socially responsible business conduct in the sense of a more conscious and balanced business strategy, taking into account stakeholders needs. The impression of the internal evaluation from the field reports is, that in the Polish case a quite traditional style of consultancy prevailed. Also from the feedback it becomes apparent that the guideline provided by the project was seen more like a textbook to be followed closely rather han background information for facilitators who design a customized dialogue with company partners in the spirit of appreciative inquiry. This obviously led to some irritation on the side of the consultants. As a consequence on the one hand the consultants/facilitators did exactly the right thing, namely designing customised processes with the companies but on the other hand mentioned the lack of more precise guidance. A further development of the guideline should take account of this potential misunderstanding and should highlight the instructions for facilitators given in the introduction to the guideline more intensely.
In spite of these minor difficulties the testing in Poland is regarded as a success by all actors and it is estimated that it will be used also in the future, potentially including additional material on issues that companies feel to be priorities.
Specifics of the processes in the companies 

ELCAR Sp. z o.o.

ELCAR Partnership started out on the 1st March 1997 as a result of a division of Motor Centre "Polmozbyt", that was in turn created in the process of ownership transformations of 1995. ELCAR dates back to 1974 (the year when "Polmozbyt" was set up), when the motor market was first created in Poland. 

The workshop was run by Krzysztof Kuźniak PhD (WSB Wrocław) in a team with Aleksandra Karolczyk, MA (UE Wrocław). On the ELCAR side 2 managers too part. The two managers were responsible for key areas in the company operations. 

The company’s core activity is selling passenger vehicles ŠKODA, providing motoring services and trading in original spare parts and accessories.  ELCAR also runs a second hand car dealership. Elcar’s operations depend on close cooperation with general car importer - ŠKODA AUTO POLSKA – based on a dealership contract. It enables effective realization of common economic and financial aims, as well as connecting efficiency of independent economic units with a broad scope of technical and organizational aid.

As the first workshop revealed the group was mainly interested in further development of the companies strategy and effectiveness. Therefore the group focussed on this issue and used mainly material from workshops one and six, while the pilot group felt that learning issues are adequately covrd by the training provided by the Skoda automobile brand in Poland.
In the initial period of running the workshops (preparations, first workshop)  ELCAR representatives were truly interested in the project. However, it could be immediatley felt that their aim is rather to develop an effective company strategy than using CSR in day-to-day operations.  
As the facilitator reports ELCAR representatives stated that the participation was an interesting experience for them. They emphasized that the subject matter was interesting and helped them systematize their knowledge, also on ssues of BSR. However, it wa also revealed that a more precise discussion of common aims for the should have been more precise, since obviously expectations varied between the managers and the facilitators.

Impel Accounting Sp. Z o.o.
Impel is a Accountancy Consulting and Outsourcing Services Company situated in the Wrozlaw area employing 120 people. It is market leder in outsourcing services. The company is expanding. The company atively fosters the further qualification of its employees, some times covering the cost of long term further studies.
The process in Impel was facilitated by University of Wrozlaws Dorota Teneta Skwiercz and Grazyna Swiatowy.   

The CEO of the company took part in all of the workshops while some other members of the pilot group changed according to issue discussed and urgent work assignments.
The company has active training policies in place, including a yearly learning needs analysis.  Individual learning pathways are developed. A strong focus isgroup and other soft skills. The first workshops identified as main stakeholders: customers, employees, the owner (different company). The reflective interviewing and group discussion in the company also here revealed a common topic in many SME: while there are in fact many CSR practices in place, the company is not aware of that, since CSR is perceived as a formal concept for wich the owner company Impel, of which the company Impel Accounting is a branch, is in charge. Therefore the facilitators choose to work on the business mission and vision and develop the dimension of learning as BSR from there. The vision developed is to increase the amount the customers, that doesn’t belong to Impel corporation. They look to get the competitive advantage and they would like to be seen as a company delivering high substantive knowledge and safety to its customers. The final one it their core business. 

As an action plan to realize the companies vision the group developed the following fields of activity: 

· Improve IT competences, 

· implement  motivation system for employees, 

· start marketing activities to get new customers and create a good brand image

· to increase permanently the quality of service by making the processes systematic and correct according to ISO 9001:2008 and  ISO/IEC 27001, that are implemented. 

The company continued with a discussion of the learning needs analysis. The group here could build on the yearly non-formal learning analysis already in place in the company. This will be further developed and a plan of concrete learning activities will be continuously developed and implemented.
AM-Petro
AM-Petro Logistic services company is a micro enterprise established in 2005 and operates in the biomass supply logistics for the chipboard industry, power industry and pellet production plants. The legal form of the company is sole trader. There are 8 people employed full time. Three are managers (owner, logistics manager and branch manager), two office attendants (logistics coordiantors), three drivers.  The company buys byproducts in form of wood biomass (sawdust and wood chips in different sizes) in sawmills, wood industry and furniture plants. Supplying companies are all Polish. The companies operates in Lubuskie region. In 2009 a Lower Silesian branch was established. Company’s clients are enterprises operating in three areas: production of chiboards, furniture boards and wood substitutes, professional power industry, pellet and briquette production plants.

Sales are carried out in 70% in the German market (Brandenburg and Saxony). The remaining 30% of sales go to local clients. 
The facilitator reports his experiences as follows: “Two company representatives took part in training: the owner and the logistics manager. The main aim they wanted to achieve was working out a strategy for the forthcoming years. 

They got strongly involved in the first two workshops which mostly referred to setting direction for the company in terms of achieving expected results in contacts with key stakeholders of the company. As a result of cooperation during the workshops – the first, the second and the sixth - a framework of  activities was created, embracing the most significant issues, in time perspective till the end of this year. The plan is already being carried out. 

The third, fouth and fifth workshops – concerning employee training – were less interesting for workshop participants. Low level of employment and a lack of major problems  in human resources led to lower interest in this part of the project. 

However, participants took part in these parts of the workshop anyway, in the hope that future dynamic development of the company may lead to human resources issues also becoming a significant element of competitive advantage in the market of biomass supply logistics. 

The participants’ approach to CSR was initially sceptical. They argues that the subject matter should bemore interesting for large corporations, international companies with a high level od employment. 

However, during the course of the workshop they partly changed their attitude. At the moment they see the possibilities of  company policy realization in terms of appreciation of social responsibility. They understood that no matter how big the company is some elements of CSR can be introduced the strategy and running policy of the company. It seems that practical demonstration of good practices in CSR gives good results, stimulating possibilities of finding areas of social responsibility which are applicable even in the smallest of companies. 

Composition of workshops and the methodology were highly evaluated. Participants emphasized the useful time framework – six workshops three hour each did not create excessive workload for the managers. Critical remarks of the project participants concerned the lack of elements connected with different functional areas of the company. With the extended part focused on employee training the participants found such elements of company management missing: market operations, finances, logistics etc. In their opinion, extending the workshop with these elements would make the training more comprehensive and a better, more cohesive, long term company strategy could be created. 

The second criticism was related to the methodology itself. The participants signaled that certain elements of the workshops are in their view designed for a greater number of participants. In a small business such as AM-Petro, employing 8 people, participation of 2 managers is the most the company may afford. This is why they postulate adapting certain elements of the workshop to a smaller number of people. Other areas did not receive critical remarks. To sum up, I believe that the project in AM-Petro was very successful. I am convinced that the company will implement the designed plan of action effectively, which will help them better organize certain areas of their activities and give measurable benefits in contacts with the company’s stakeholders. I also believe that AM-Petro company will be a forerunner of socially responsible activities in its business. It will set an example for other small and medium sized companies operating in the same region.” 

Ecoenergia - Foundation for Ecological Energy
Ecoenergia operates as a Foundation established in 2001. It is active in the area of ecology, with emphasis on renewable energy sources. The Foundation is a legislative-consulting body that actively cooperates with many consulting institutions on self-government and parliament level. Members of the Foundation board participated in the Power Industry Council by the Polish Ecological Club which advised the President of Wroclaw on developing directions of sction in the area of renewable power industry projects (projects for the local self-government – project to supply the commune in renewable energy. The Foundation wants to develop business activity in consulting on renewable energy based investment. It also wants to develop educational activities on ecology. The Foundation is the cooperation centre of people interested in renewable energy. Its motto is promoting renewable energy, every kind of clean energy, regardless of the method of its production. 

Foundation is active on an all-Polish scale, with main focus in the Lower Silesia, especially Wrocław and Legnica. 

The foundation does not employ workers, but cooperates with 10 volunteers. 

The facilitator of the process reports his experiences as follows: “Two Foundation representatives took part in the workshop – The Foundation Board Chairmen and the Chief Hear Engineering Specialist. The main aim they wanted to achieve was developing a company strategy for the nearest years. 

Because the Foundation does not employ workers, the participants decided to run workshops number one, two and six. Workshops three, four and five were excluded because of their irrelevance to the Foundation’s specific character. 

Foundation representatives were strongly involved in the participation in the workshops. They found the analysis of the Foundation’s environment in terms of identification and hierarchization of stakeholders a very important element. 

As a result of work done during the workshops a framework of activities was developed, embracing the most important issues for the Foundation in the time perspective of the turn of the next year. The plan is being realized now and it led to significant increase in the Foundation’s activity. It also helped the Foundation’s management determine priorities and arrange an efficient plan of action. 

The participants’ approach to CSR was very positive from the beginning. The Foundation is active in the area of pro-ecological  behaviour promotion which fits very well the CSR concept. This is why the participants were eager to learn about the catalogue of good practice, trying to determine their own role in the promotion of the CSR concept. 

The framework of the workshops received very positive evaluation. They praised the arrangement of training into 3-hour pieces which do not pose extensive workload for managers. 

The participants suggested that an alternative theme scope should be provided for companies which cannot make use of the part of the workshop relating to employee training. In their opinion it would be beneficial to keep the designed number of hours (six workshops). Authors of the methodology should consider such alternative solution for entities which, due to their specific legal status, or low employment level, will not be able or willing to realize workshops three, four and five. Other critical comments did not appear. 

To sum up, in my opinion the project in ECONERGIA Foundation was very succesful. I am convinced that the Foundation will succees in implementing its plan of activities which will help them better organize certain areas of their operation and should lead to measurable benefits in contacts with the Foundation’s stakeholders. 

I also believe that ECONERGIA foundation will actively promote the concept of CSR both in their own activities – focused on promoting ecology – and by encouraging other entities to introducing this type of policy.”
MED-ORTH
The MED-ORTH company was created in 1994. It consists of several organizational units: orthopedic merchnadise shop,  two workshops (prosthetic and shoemaking) where merchandise is produced, wholesaler’s. The wholesale business operates on an all-Polish scale, sell produce of a number of international companies for which it has exclusive contracts. The shop is of local character and workshops produce goods both for the shop and for the wholesaler’s. Products made at the workshops are customised shoes (several hundred patients a year) and confection shoes, corsets, orthopedic appliances, prostheses, shoe inlays. The number of orders fluctuates from several dozen to over one hunderd, depending on the National Health Fund funding and other sources of public financing. The sop trades in ready made products supplied by the own or other wholesaler’s, or by other distributors. Some clients pay for products through the National Health Fund, but there is also a huge group of commercial customers. Product range in the shop is very varied. 

The company employs 18 workers, including 6 production staff in the workshops. Other employees are sales staff and managers. The company has obtained the ISO 9001:2000 certificate and it monitors the quality of services and products on a regular basis. 

MED-ORTH company has very interesting features: 

- it is a combination of all sectors of activity – production, services and trade; 

- its commercial activity is carried out in the specific framework of a Non-public Health Centre – mostly financed from public money;

- and interesting structure coupled with relatively low level of employment;

- an important moment in the company’s development – the company is poised to merge with a strong foreign partner (investor);

- major HR problems – allowing a deeper approach to the employee training area. 

The facilitator sums up his experiences as follows: 
“One representative of the company took part in the workshop, the company’s Managing Director. The main aim the company was trying to achieve was working out a strategy for the forthcoming years. The participation of just one person made the workshops complicated. In terms of methodology the workshop is designed for a greater number of people. This resulted in limitations in these parts of the workshops which required a discussion or group work. 

The person taking part in the workshop was strongly involved. As a result of work during the workshop – the first, the second and the sixth a framework of activities was created embracing the most important issues in a time perspective till the end of this year. The plan is currently being realized. Workshops No three, four and five were also very interesting for the participant because of major employment problems (e.g. high staff turnover).  

The participant’s attitude towards the CSR concept was from the beginning very positive. MED-ORTH company operates in the very specific medical services market where the social aspect is very significant. 

The workshop’s framework and the methodology were highly evaluated. They praised the arrangement of training into 3-hour pieces which do not pose extensive workload for managers. 

Critical comments concerned the lack of elements connected with other functional areas of an enterprise. In the extended part of project relating to staff training, the participant criticized lack of elements of company management such as: market activities, finances and logistics, etc. Extending the workshop with these elements would lead to a more comprehensive plan of action, and a cohesive, long term strategy would be created. 

Another criticism related to a situation when only one employee can take part in the workshop. Elements of the workshop should be more flexible and better adapted to a very small number of particpants or even one, which could be the case in small and micro companies (low level of employment, sole trader, family company). No other critical remarks were recorded.

To sum up, the project in MED-ORTH company concluded successfully. I am convinced that the Foundation will success in implementing its plan of activities which will help them better organize certain areas of their operation and should lead to measurable benefits in contacts with the company’s stakeholders. It is particularly important in a situation of forthcoming major changes in the comapny’s structure and ownership. 

I also believe that MED-ORTH company will actively promote the concept of CSR both in their own activities and set example for competitive companies and other small and medium sized businesses.” 
1.8  Portugal
In Portugal Partner CECOA embedded the testing of the Socialsme methodology and guideline in a local network of companies and worked closely with the regional government council of Loures. The council welcomed the initiative of the project as an important and highly relevant contribution to the development of socially responsible, sustainable development of the regional economy. Since the responsible conduct of companies will reduce negative impact on regional stakeholders, this would create win-win situations for all actors involved.

The testiung was conducted under the responsibility and promotion of the regional council responsible for the social-economic development in the area.

Companies were selected on the basis of existing socially responsible practices and a willingness to work with external facilitators. 

The methodology was presented in a five step process
In the first meeting CECOA anchored the approach with the regional decision makers. The meeting included the executive director of CECOA, the President of the Region as well as the council responsibles. 

As a result of this high level meeting a second workshop with all participating SME, the council and CECOA facilitators set the format for the testing.

This meeting decided on the format of a feasible testing in the companies. It was decided that the general concepts of BSR and learning as part of BSR should first be discussed in depth with the main representatives of the companies as the heads of the pilot group.

In the nextr step the activity should focus on the exemplary work of the full operational team on an action plan for each company that should lay out the priorities for the further development of BSR activities, whose operationalisationa and implementation would use the Socialsme methodology on a sustainable basis. This would be concluded in the fifth meeting with the companies. Services of facilitation included the formulation of feedback papers to the group presenting the results of the group discussions in a common format. Therefore, while the content of the action plans had been discussed and decided by the group, the wording and format of the plans had been provided by the team of faciltators. 
Although this format of testing on first sight seems to be a quite significant disgressiuon from the standard Socialsme process sequence, it must be considered that it is exactly a key point of the Socialsme concept to introduce and use the material not letter by letter in a kind of textbook approach. Much more the main aim is to inform and educate facilitators to design and implement learning exercises with company clients in a flexible and adaptable style that is fueled mainly by the energy coming from the client system. Therefore the existing regional network and the engagement of a regional council provide a very relevant opportunity for consulting the actors on the basis of the main insights of the concepts. This has been done by CECOA in an exemplary way, that very well considered the insights and principles of the appreciate inquiry methodology, namely ba basing initiatives on the expansion of existing positive initiatives and approaches and on fanning those positive developments by mirroring them in the common reflection exercises. This opened the playing field for the further implementation of the more detailed program of exercises suggested in the Socialsme guideline.

On the whole 12 people were involved in the pilot groups, mainly members of the core management of the companies. 

According to the networking character of this testing exercise, here specifically the involvement of the regional council and the facilitators affiliated with the council is highly relevant. On the whole 10 persons were involved in facilitating the activities, main facilitator being José Ramalho, Member of the SOCIALSME Advisory Board. Other facilitators included José Jorge Rodrigues (PhD), Member of the SOCIALSME Advisory Board, Fernando Miguel Seabra (PhD cand.), Member of the SOCIALSME Advisory Board,  Mafalda Abrunhosa (Master cand.),Member of the SOCIALSME Advisory Board, Rosário Fidalgo (CIG – Governmental Agency), Member of the SOCIALSME Advisory Board, Pedro Patraquim (CSR freelance trainer) Member of the SOCIALSME Advisory Board, Pedro Miguel Ferreira (audit expert), Member of the SOCIALSME Advisory Board.
The testing involved them in the methodology of facilitating the concept. Here a transfer to their regular consulting activities and therefore a strong multiplier effect can be expected.

Specifics of the processes in the companies 

Colprinter 

Colprinter is a printing company of medium size.

One group workshop and two individual workshops with general manager and commercial director as well as the financial responsible have been conducted. Aim was to develop, with the help of the Socialsme guideline, an action plan with contributions to the internal as well as the external dimensions of BSR. 
As main leitmotiv aims for the further development the team identified 
Learn quickly to grow" , and "Equal work for equal pay" 

The development should be based on existing positive practices, among them Internal training and the Integration of workers with disabilities.

The team developed with the help of the Socialsme tools that were adapted to cover internal as well as external dimensions of BSR a range of proposals for further development.
Regarding the internal dimensions the team proposes 
· Certification for quality health and safety at work: 

“We suggest the quality certification and health and safety at work for the company to formalize a set of rules and procedures at major market (commercial advantage) and internally (from a systematic policy of quality and hygiene and safety at work).    Objective: To systematize best practices and provide visibility to the company with customers, suppliers and other stakeholders. “
· Designing annual training plans:

“We suggest a greater planning training in order to anticipate future needs and skills of employees to increase company's competitiveness in the market, both locally and nationally.. To implement this measure suggest the possible use of external experts. Objective: To systematize the training and meet the current legal framework. “
· Improving skills in the area of trade finances and administration: 

“We suggest that some staff and technicians of the organization attend training in the commercial, administrative and financial area. Objective: To systematize knowledge in the commercial area to give greater coherence to the initiatives already undertaken. 

· Improving heoretical knowledge in the field of Business Social Responsibility

“We suggest that some staff and technicians of the organization attend training in social responsibility to better fit the best practices of the company and better promotion of a coordinated and aimed at an increase of competitiveness. Objective: To systematize knowledge in the area to give greater coherence to the initiatives already undertaken. “
· Membershiop in a Family Biusiness Association 

“Given the familial nature of Colprinter, we suggest the accession of business associations and family businesses in the sense of sharing the same challenges and specificities of the organizations of family-oriented. Suggest joining the organization Association of Family Enterprise. www.empresasfamiliares.pt. Objective: Address the special problems of family businesses, including the question of succession and the relationship between family and business. “
Concerning the external dimensions the team developes the following areas for action:
· Extending the implementation of actions to the community 

“We suggest the establishment of protocols with entities with which the Colprinter already relates to formalize the expected benefits to both parties and the schedule for the completion of that relationship.  Objective: To give visibility to the company and reflect on the benefits of established relationships. “
· Participation in associations specialising in CSR

“We suggest the company's participation in associations of companies specializing in the discussion of social responsibility. At this level it may be suggested integration into a national network without cost to the company. It is suggested that membership of the Network Colprinter RSO PT. Www.rsopt.com/ Objective: To contribute to the discussion of social responsibility with partners interested in further study of this subject. Establish relationships with partners involved in the same dynamic of deepening social responsibility. “
· Greater involvement in sector representative organisations 

“We encourage greater involvement of the company in association representing the sector, often assiduously for meetings, so participate in the decisions of the association.  Objective: Contribute to the development of the sector and to highlight the efforts of Colprinter. “
The activities to implement these proposals will be continued over the coming monthes and years.
Eurostand
Eurostand - Stands e Decorações de Interiores Services works in the area of ephemeral constructions. Main products are commercial stands and scenery’s. The company works in different countries.The process included one group workshop and two workshops with the general manager and operational director. Focus of the testing was the development of an action plan for the further development of activities. According to facilitators´ report Eurostand has a strong vision and is very focused regarding growth and sustainability. Core management beliefs include that mistakes are a way to learn, the value of team work team and innovation as the core of the business. The team has 21 operational employees including 4 women. The production director is described as a very welcoming person with a strong view on learning, community and management orientation. 

 As main leitmotiv aims for the further development the team identified 

 Clear strategy for involving stakeholders, both internally and externally." 

Present activities to expand and base future activities upon are

"Strong investment in skills upgrading, at an operational level through training in the workplace, the makers of the top, via training, skills improvement, and actions for improvement." Promote training for the team management (MBA) - Great satisfaction in the frequency of these courses; Concern about the family (the company pays the difference that the worker would lose to the sick). In terms of Occupational Health and Safety, the company invested in equipment for employees, such as knee pads and helmets. The company pays allowances to displaced workers in overseas trade fairs and other events. 

Using the Socialsme material the pilot group developed a range of actions to be further developed.

Internal dimension

· Certification for quality health and safety at work: 

“We suggest the quality certification, environment, health and safety at work for the company to formalize a set of rules and procedures important in terms of its presence in domestic and international market, bringing greater commercial advantage, and internally, the systematization of a political quality, environment, health and safety at work.    Objective: To systematize existing good practices and provide visibility to the company with customers, suppliers and other stakeholders.” 

· Improving heoretical knowledge in the field of Business Social Responsibility

“We suggest that some staff and technicians of the organization attend training in social responsibility to better fit the best practices of the company and better promotion of a coordinated and aimed at an increase of competitiveness. Objective: To systematize knowledge in the area to enhance the coherence and alignment of initiatives already undertaken in the area of the business. “
· Improvement of language skills of workers
“We suggest that some workers in the field of assembling stands attend training courses in languages, particularly English and Spanish. Objective: To train employees of language skills, facilitating communication with stakeholders, including customers and suppliers.” 
External Dimension

· Reporting on social, economic and social development

“We suggest the establishment of an annual report that reflects the economic, environmental and social. This aims to present the good practices of the company, its objectives and the results achieved in various fields of social responsibility. Considering the focus on internationalization of Eurostand, this second report would be an excellent communication tool of the company. It is suggested that the Eurostand explore the methodology GRI - Global Reporting Initiative. Trata-se de uma metodologia adoptada a nível mundial. It is a methodology adopted worldwide. Objective: To create an instrument conducive to inner reflection and external communication, including with suppliers, customers and other stakeholders.” 

· Participation of the network RSO PT
“We suggest the company's participation in the national network that promotes a wider debate on CSR in Portugal. At this level it will be able to opt for integration into a network without cost to the company. It is suggested that membership of the Network Eurostand RSO PT. Www.rsopt.com/  Objective: To contribute to the discussion of social responsibility with partners interested in further study of this issue and establish relationships with partners involved in the same dynamic of deepening social responsibility.” 

· Application for awards

“We suggest to give more visibility to best practices of the company and bid for prizes. For example: "Best SME's to Work" (Exame) or the award of "Business Award and other Public and Private Entities with copies Policies in the field of Equality between Women and Men" (IGC and CITE).  Objective: To associate the company and brand to socially responsible initiatives that have been developing. “
Gelpeixe

Gelpeixe - Gelpeixe – Alimentos Congelados, S.A.  is working in the food industry.

 Testing included one group workshop and two individual workshops with the general manager and HR director as well as the operational director. The focus of discussion was the definition of an action plan using the Socialsme methodology.

According to the report current practices to build upon include 

” "Strong investment in benefits salary, social support and a good system of workers 'insurance' , long experience in the establishment of cooperation protocols with agencies and NGOs, for example, the level of integration of the disabled and ex-addicts", good promotion chances in the company; premiums on ideas; Social benefits to workers over three years of house (health insurance / pension supplements); cooperation with the association "Teen Challenge" and integration of workers with past social disintegration. “
Again, the action plan developed included a range of activities in internal and external dimensions.
· Cerification in environment 

”Having regard to the sector of the business, we suggest the certification in the environmental field. We suggest the ISO. Objective: To systematize best practices and gain commercial advantage over environmental concerns of customers.” 

· Cerification in Social Responsibility 

“In the medium to long term we suggest adherence to standards or certification guide on Social Responsibility. Example: Norma Portuguesa. Objective: To systematize the practice of social responsibility. “
· Improving heoretical knowledge in the field of Business Social Responsibility

“We suggest that some staff and technicians of the organization attend training in social responsibility to better fit the best practices of the company and better promotion of a coordinated and aimed at an increase of competitiveness. Objective: To systematize knowledge in the area to give greater coherence to the initiatives already undertaken.“

· Certification of employees skills in the commercial field
“We suggest the establishment of a protocol with CECOA to improve the qualification of powers of the commercial area.  Objective: To recognize, validate and certify skills acquired throughout life.” 

External

· Reporting on social, economic and social development

“Annual report that reflects the economic, environmental and social of the company.  Presentation of good practices in this report of the company, its objectives and achievements in different fields. It is suggested that Gelpeixe explore the methodology GRI - Global Reporting Initiative. Objective: To create an instrument conducive to inner reflection and external communication, including with suppliers, customers and other stakeholders.” 
· Participation in associations to promote CSR 
“Company participation in associations of companies specializing in the discussion of social responsibility. At this level it may be suggested the integration of Portuguese associations in some dynamics to this level: RSE Portugal, Portuguese Association for Corporate Social Responsibility - BCSD Portugal, Business Council for Sustainable Development ; APEE, Portuguese Association of Business Ethics. Objective: To contribute to the discussion of social responsibility with partners interested in further study of this subject. Establish relationships with partners involved in the same dynamic of deepening social responsibility. “

· Application for awards
“In order to give visibility to best practices of the company, it is suggested to apply for awards. Example: the premium prize and other Business Entities with Private and Public Policies in the area copies of Equality between Women and Men "(IGC and CITE). Objective: To associate the company and brand to socially responsible initiatives that have been developing.“

Nestle Waters
Nestlé Waters (211 empl.) is a company of the food industry associated with the well known international company.  Testing included 4 workshops with the general manager and the responsible for the quality, hygiene and safety at work. The group started the expansion of its BSR activities by using Socialsme methodologies to develop an action plan with contributions to the internal as well as the external dimensions of BSR. 
Internal dimensions
· Corporate volunteers

“Develop a mechanism for operationalization of corporate volunteering. Identifying actions connected with the area of operation / business and support through corporate volunteering to entities previously identified. Objective: To promote motivation and team spirit in action to support community . Resources: Provide hours of work for the community work. “

· Certification in Social responsibility
“In the medium to long term we suggest adherence to standards or certification guide on Social Responsibility. Exemplo: Norma Portuguesa. Example: Norma Portuguesa. Objective: To systematize best practices.” 

External Dimensions

· Sustainability Report

“Preparation of report of sustainability (economic, environmental and social) in relation to Nestlé Portugal. Presentation of this report the good practices of the company, its objectives and results achieved. Objective: To create an instrument conducive to inner reflection and external communication.” 

· Extending the implementation of actions in the community

“Gradually extending the actions in partnership with community associations / schools or other "interested parties" in all councils where the company has facilities or physical presence assiduous. Objective: To give greater visibility of company and brand within communities “
· Participation in CSR associations
“Company participation in associations of companies specializing in the discussion of social responsibility. At this level it may be suggested in some integration of the three Portuguese associations dynamics at this level: RSE Portugal, Associação Portuguesa para a Responsabilidade Social das Empresas - ; GRACE ; BCSD Portugal, Business Council for Sustainable Development.  It is also suggested to the company's adherence to the RSO PT Network (free membership) and the working group "Responsible Entrepreneurship" developed within the network. In addition to that APEE, Objective: To contribute to the discussion of social responsibility with partners interested in further study of this subject.. Establish relationships with partners involved in the same dynamic of deepening social responsibility.” 

· Application for awards
“In order to give visibility to best practices of the company, it is suggested to apply for awards. Example: "Best SME's to Work" (Exame) Objective: To associate the company and brand to socially responsible initiatives that have been developing.” 

Monofásica
Monofásica – is an electronic sector company of 101 employees.  The testing consisted of 1 group meeting and 2 worksohps with a pilot group including the general manager, the responsible for the commercial, the responsible for the quality area and the responsible for the hygiene and safety at work area. Also here the focus was to develop an action plan with contributions to the internal as well as the external measures of BSR. 

Present BSR policies of the company include, according to the facilitators´ report,

"Transfer of good practices of corporate social responsibility based in Portugal for the company that are implemented in Angola" "Investment in improving the skills of workers through training and increasing skills" .Progress in implementing in the brach  in Angola the same rigor that is being implemented in Portugal: Performance evaluation of employees, held every year, by which they conduct a survey of training needs. Cooperation protocol between the company and the delegation of IEFP of Alverca at the New Opportunities Program. 
As the result of the implementation of parts of the Socialsme methodology, namely the parts on strategy design, the facilitation team formulated the following fields of activity:

Internal dimensions:
· Designing an annual, budgeted training plan

“We suggest a higher education planning in order to anticipate future needs and skills of employees to increase company's competitiveness in the market, either nationally or internationally. Besides this strategy, we suggest, for the elaboration of a budget annual training and qualification of employees. Objective: To systematize the training, to meet the current legal framework and helping to increase the company's competitiveness in international markets.” 

· Improving Social Responsibility knowledge
“We suggest that some staff and technicians of the organization attend training in social responsibility to better fit the best practices of the company and better promotion of a coordinated and aimed at an increase of competitiveness. Objective: To systematize knowledge in the area to give greater coherence to the initiatives already undertaken.” 

External Dimensions

· Reporting

Annual report that reflects the economic, environmental and social development. Presentation of good practices in this report of the company, its objectives and achievements in different fields. It is suggested that the Monofásica explore the methodology GRI - Global Reporting Initiative. It is a methodology adopted worldwide. Objective: To create an instrument conducive to inner reflection and external communication, including with suppliers, customers and other stakeholders. 
· Participation in CSR associations

Company participation in associations of companies specializing in the discussion of social responsibility. At this level it may be suggested integration into a national network without cost to the company. It is suggested that the accession of Monofásica Network RSO PT. Www.rsopt.com/ Objective: To contribute to the discussion of social responsibility with partners interested in further study of this subject. Establish relationships with partners involved in the same dynamic of deepening social responsibility. 
· Application for awards

In order to give visibility to best practices of the company, it is suggested to apply for awards. Example: "Best SME's to Work" (Exame) or award of prize to the Companies and other Public and Private Entities with copies Policies in the field of Equality between Women and Men "(IGC and CITE). Objective: To associate the company and brand to socially responsible initiatives that have been developing. 

2 General Conclusion and Recommendations from the Field Test in Companies
A complete analysis of the field testing experience, taking into account the results from the quantitative analysis and qualitative remarks made in the feedback survey and reported in part 1 of this report as well as the field testing with companies reported in this volume, will be given in the final internal evaluation report.
For dsiscussion by the partnership during the final meeting of the project the internal evaluation offers the following observations based on the fieldtesting experiences.

1. The concept of the Socialsme guideline generally worked well in a range of diverse sectorial and regiona/national settings.

2. Partners used well the  latitude in utilisation of the material, as suggested in the guideline and as being on the core of the concept and methodology of facilitated workplace learning based on ideas of the appreciative inquiry methodology

3. The style of facilitation depended strongly on pre conceptions experiences and preparation of facilitators. Faciliators nvolved in the partner meetings of the project generally kept a facilitation style that was close to the guideline while also flexible. It is remarkable that also some  facilitaors not directly involved kept close to the concept and material. This supports the notion that the material can be quite self explanatory. On the other hand some other facilitators, while maing reasonable and constructive use of the material, used it in a more traditional way. 

4. In order to further develop facilitation skills related to the approach it can be recommended to more strongly use communication with the partnership that authored the material during the application of the concept. Also continuing intravision among users could prove beneficial to support an innovative application as well as localised adaptation of the concept.

5. The impact of the concept proved to be most powerful where partners were successful in identifying company partners who were genuinely interested in the topic and therefore engaged in the process as co-creators of the learning experience in contrast to taking a consumerist attitude. In fact, it is the main aim of the concept to empower partners in companies to increase the share of self-learning and strategic self organisation in developing a socially responsible business management. Especially where facilitation was dominated by facilitators who did not take part in the projects´ discussions traditional understanding of “training” dominated, as is revealed by the language in reporting. Here more emphasis should be given therefore to explaining the interactive character of the exercises, where the energy of the process, interest and discussinon MUST come from the company, while the facilitator merely gives methodological help and provides a structure. A “lecturing” style on the side of the facilitator and a consumerist attitude on the side of the company is the absolute opposite of this approach. It must be taken into account however that facilitators here are mostly confronted with quite traditional expectations of partners in companies. Therefore starting with a more traditional style can help to open up companies and introduce them to experiences in using a more interactive learning arrangement. 
6. Very important in this regard seems to be the selection of companies according to genuine interest and actual willingness to change and improve. Iit has to be expected that there have to be pilot interviews in a number of companies. A ratio of at least 10:1 of companies contacted vs. companies appropriate for applying the material is to be expected, which is supported by the evidence from the projects transferred and common facilitator knowledge. Building on a existing network on company contacts therefore is highly beneficial. Facilitators should take care to nvest in such a network on a continuing basis in order to keep an overview of appropriate interventions for the needs of diverse companies.

7. Also the critical importance of a discussion and harmonisation of mutual expectations regarding aims and character of the exercise is of critical importance. At no point there should be a textbook approach, where the facilitators feels obliged to use the material textbook like.  The test revealed that the concept will have only limited constructive impact where these critical characteristics of facilitation according to the methodology of appreciative inquiry are not respected

8. Regarding individual parts of the material the reports from the field reveal some surprises regarding the impact of some tools. As an example  reflection of a potential learning system in workshop 5, a quite basic worksheet proved to be powerfuland inspiring. A further development of the concept should test if this tool can be placed earlier in the sequence. 

9. A indicator of the value of the general structure and style of the material is the expressed desire of participants to expand the coverage of BSR topics beyond learning to other dimensions. 

10. Regarding the Balanced Scorecard approach used as an optional methodology for strategy palnning and reflection it proved that the  BSC worked in environments where management had training and it could be based on existing planning and monitoring practices 
11. Regarding the general set up the compact format of a 6 workshop of three hours format was appreciated. Testing exercised that were limited to parts of the process, like focussing on the general strategy and activity planning (vs. explanatory monitoring and accompanying of mplementation) were successfully tested in even more succinct formats of four workshops.

12. While in companies with more than 20 employees it generally proved to be beneficial to work with at least here key actors, the test proved that in an environment of micro companies also working with the individual owner/manager can yield meaningful results. Here the facilitators is an important opportunity for reflection and dialogue, while the managers of such companies otherwise often miss a partner for such reflection. One case also demonstrated that the utilisation of the material in a working group involving delegates from a group of companies can work quite well.

13. The latter also is among the  very welcome approaches to initialise networking among companies and also to  work with regional bodies and NGO to use the concept as a part of a regional development strategy.
14. The general set up of the process as well as the material provided proved to work well in a substantial numer of settings if the basic characteristics of the facilitation methodology suggested in the guideline are respected. The concept therefore can be regarded as suitable for further application and transfer. It can also be recommended to use the material as the basis for further development, specifically including more best practice cases and examples from field cases as well as including additional material to support developments in all of the dimensions of Business Social Responsibility.
.
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