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[bookmark: _Toc232755786]Programme background
Libraries Connected is an independent charity that supports, promotes and represents public libraries. Its work is driven and led by its membership, which includes almost every library service in England, Wales, Northern Ireland and the Crown Dependencies. Alongside providing practical support, training and advice, Libraries Connected represents public libraries to government and raises their profile in the media. It also develops and leads national library projects in partnership with a wide range of cultural, academic and corporate organisations.
Libraries Connected is an Arts Council England Investment Principles Support Organisation (IPSO), supported using public funding.

Our vision is for an inclusive, modern, sustainable, and high-quality public library service at the heart of every community. We believe public libraries are central to community life, meeting diverse local needs including information, learning, literacy, employment, digital skills, health, culture, and leisure.

Our unique approach brings together leaders of public library services to share experience, expertise, and evidence, driving innovation and impact across the sector. We also develop and foster the skills needed for change throughout the public library workforce.

The Thriving in Complexity programme was designed to develop the leadership capabilities of twelve new and emerging Heads of Service, enabling them to thrive in local government during turbulent times. The programme was funded by the Foyle Foundation.

Programme Objectives:
· Increase participants’ confidence in their leadership capabilities within a changing local government landscape
· Enhance participants’ effectiveness in positioning and advocating for their service within local government
· Deepen participants’ understanding of collaborative leadership with communities
· Enable participants to form a supportive cohort that sustains beyond the programme

Building on the success of the large-scale Leading Libraries programme, which was founded on the principles of the 21st Century Public Servant, this new programme has been developed in partnership with GGi using the New Local Radical Leadership model. This model was selected for its focus on leading effectively in complex and challenging local government contexts.

The Radical Leadership model, built upon the 21st Century Public Servant framework, equips participants with the mindset and skills needed to navigate uncertainty, drive change with optimism, and lead confidently through turbulent times.
[bookmark: _Toc232755787]Structure and timescales
Programme development – August-October 2025
Becky Scott, Project Manager for Workforce Development and Skills at Libraries Connected, oversaw development and delivery of the programme. Lauren O’Kill, Project Administrator (Projects and Commercial), provided administrative support.
Following an open invitation to tender in September 2025, Aidan Rave (Partner & Principal Consultant at GGi) was appointed as trainer. 
A steering group was established comprising Libraries Connected staff and seven sector representatives, including a Head of Service and alumni of previous leadership programmes. The group contributed subject expertise, practical guidance, and sector insight to inform programme design and delivery.
Recruitment – September-October 2025
Applications were invited through member networks, social media, the Libraries Connected website, email, and newsletter.
Nineteen applications were received, and twelve participants were selected by an anonymised panel of Libraries Connected staff and steering group members. The cohort included:
· 4 Heads of Service
· 8 Emerging Leaders
Participants represented a range of regions: 
· East Midlands
· London
· North West
· South West
· West Midlands
· Yorkshire 
· Humber
· Wales
Delivery (November 2025–March 2026)
The programme ran from November 2025 to March 2026 and comprised:
· An initial in-person session (full day)
· Three online sessions (2 hours each)
· A final in-person session (full day)
Content
· Session 1: Navigating complexity, your leadership journey
· Session 2: Purpose, advocacy, influence
· Session 3: Collaborative leadership with communities
· Session 4: Compassion, resilience and culture
· Session 5: Insight into action: Mapping your leadership challenge
[bookmark: _Toc232755788]Evaluation method
This evaluation assesses both programme outcomes and delivery, and is intended to inform future programme development.
It includes two main components:
· Outcomes evaluation: Conducted during and after the programme to assess its perceived impact on participants.
· Process evaluation: Conducted throughout the programme to improve delivery and understand how outcomes were achieved.
The evaluation focused on the following questions:
1. Skills and confidence: What new leadership skills and confidence have participants developed as a result of the programme? How have they applied these in practice?
2. Learning and peer support: What new knowledge or insights have participants gained, both from the programme and through peer support? How have these been put into practice?
3. Programme design and delivery: What lessons have been learned from the programme? What should be done differently next time? 
4. Reach and representation: How many applications were received? Who did the programme attract in terms of career stage and demographic characteristics?
5. Cohort diversity: Was there a good representation of demographic characteristics in the final cohort? 


Data collected:
Equal opportunities and demographic data were collected from programme applicants and participants. While 19 applications were submitted, 22 monitoring forms were received, suggesting that some individuals began but did not complete the application process. Informal feedback indicates that at least one applicant saved their application offline but did not submit it through the Microsoft form. This is an issue that will be addressed in future rounds.

The following data informed the evaluation:
· Equal opportunities and demographic data from applicants (n=22)
· Equal opportunities and demographic data from participants (n=12)
· Pre- and post-programme questionnaires (including quantitative and qualitative items; responses received: n=10; non-completed: n=2)
· Feedback from project staff and trainer on delivery and learning (captured through ongoing informal discussions, including regular project review meetings and steering group meetings)
[bookmark: _Toc232755789]Findings
Pre- and post-programme questionnaires were distributed to all participants, with 10 responses received, representing an 83% response rate. Data collection was anonymised, and not all participants completed both stages, so it was not possible to match all responses across timepoints. Due to the small cohort size, programme outcomes and impact should be interpreted with caution. 
Demographic data is included to provide indicative insight rather than generalisable conclusions and should be considered within this context. Consistent with the small cohort size, breakdowns are not provided for categories with very small numbers in order to minimise the risk of identification.
Future programmes may benefit from setting clearer diversity ambitions at the recruitment stage to help shape the applicant pool.
[bookmark: _Toc232755790]Demographics
Gender
Applicants
· 19 were female (86%)
· 3 were male (14%)
Cohort selected
· 10 were female (83%)
· 2 were male (17%)
The applicant pool was predominantly female, reflecting the wider gender profile of the public library workforce, although men are often more represented at senior levels. The gender balance of the final cohort closely reflects that of the applicant pool.
Disability
Applicants
· No disability: 17 applicants (77%)
· Yes (identify as disabled): 5 applicants (23%)
Cohort
· No disability: 8 participants (67%)
· Yes (identify as disabled): 4 participants (33%)
Among applicants, 23% identified as disabled, compared to 33% of the final cohort. This indicates a small increase in representation and suggests that participants identifying as disabled were proportionally well represented, and slightly more so, within the selected cohort.
Neurodivergence
Applicants
· No: 15 applicants (68%)
· Yes: 5 applicants (23%)
· Prefer not to say: 2 applicants (9%)
Cohort
· No: 10 participants (83%)
· Yes: 2 participants (17%)
Reported neurodivergence is lower in the cohort than in the applicant pool, decreasing from 23% to 17%. This suggests a reduction in representation through the selection process. However, informal discussions during the programme indicate that more participants may identify as neurodivergent than is reflected in the data. This highlights the limitations of self-reported data and suggests that neurodivergence may be underrepresented in the monitoring information.
Ethnicity
Applicants
· White (English/Welsh/Scottish/Northern Irish/British): 19 (86%)
Cohort  
· White (English/Welsh/Scottish/Northern Irish/British): 10 (83%)
The applicant pool was predominantly White British, with limited representation from individuals from minority ethnic backgrounds. This pattern was reflected in the final cohort, indicating little change in ethnic diversity through the selection process. Categories with less than two responses are not shown to preserve anonymity.
Age
Applicants
· 30–39: 5 (23%)
· 40–49: 10 (45%)
· 50–59: 7 (32%)
Cohort
· 30–39: [data suppressed due to small numbers]
· 40–49: 6 (50%)
· 50–59: 4 (33%)
The age profile of both applicants and participants was weighted towards those aged 40 to 49, who formed the largest group in the cohort. Data for categories with fewer than two responses are suppressed to preserve participants’ anonymity.
Sexual orientation
Applicants
· Heterosexual/Straight: 17 (77%)
Cohort
· Heterosexual/Straight: 11 (92%)
The applicant pool included some diversity in sexual orientation. This diversity was less evident in the final cohort, which was predominantly heterosexual. Data from categories with less than two responses are not included here to minimise the risk of identifiability.
Summary
Overall, the data suggests that while the selection process broadly reflected the applicant pool, limited diversity in applications, particularly in relation to ethnicity, age, and sexual orientation, constrained the diversity of the final cohort. This indicates a need to use a broader range of recruitment channels to reach underrepresented groups and support a more diverse applicant pool in future.
[bookmark: _Toc232755791]Outcomes and impact
This section examines the perceived outcomes of the programme for participants, drawing on pre- and post-programme quantitative and qualitative survey data. Of the twelve participants in the cohort, 10 completed the surveys, representing an 83% response rate. The analysis focuses on self-reported changes in leadership confidence, identity, ability to navigate complexity, and influence within systems.
Overall, participants reported that the programme had a positive impact. Nine out of ten respondents indicated an increase in their leadership confidence, with three reporting a “significant increase”. These self-reported improvements are supported by shifts across a range of leadership measures collected before and after the programme.
Participants rated themselves against 15 statements pre-programme; however, only 14 of these were repeated post-programme due to an administrative omission. Analysis therefore focuses on the 14 comparable statements.[footnoteRef:1] Across the ten respondents, this yielded 140 individual ratings. Baseline agreement was already relatively high at the outset, with 69% of responses (97 out of 140) at “agree” or above across leadership themes. This increased to 93% post-programme (130 out of 140), indicating a broad strengthening across multiple dimensions of leadership capability. At the same time, the proportion of responses at neutral or below decreased from 31% (43 out of 140) to 7% (10 out of 140), suggesting reduced uncertainty alongside increased confidence. [1:  10 participants completed 15 leadership statements pre-programme; however, due to an administrative error, only 14 statements were included in the post-programme survey. A breakdown of data from these 14 paired statements is presented in the charts within this evaluation. The omitted statement was: “I have the ability to make a significant impact on my workplace/environment as a leader.” Pre-programme responses to this statement were: 1 neutral, 8 agree, and 1 strongly agree. All statements are listed in the appendix.
] 

To support analysis, the leadership statements were grouped into four themes:
· Leadership identity and purpose 
· Leadership confidence and capability
· Leading in complexity and systems 
· Advocacy and influencing.
Across all themes, there was a clear shift towards higher confidence ratings and fewer neutral responses (pre-programme, 34 out of 140 responses were neutral and nine were “disagree”; post-programme, this decreased to seven neutral responses and just three “disagree”). Participant feedback highlights the role of peer support and shared experience in enabling this change. Overall, the findings suggest that the programme strengthened participants’ confidence, clarified their leadership identity and purpose, and enhanced their capability to lead effectively within complex public service environments.
[bookmark: _Toc232755792]Leadership identity and purpose
Key finding: Participants developed a clearer and more confident leadership identity, alongside a stronger sense of purpose in their role.
Participants’ responses across four leadership identity statements indicate an overall positive shift in leadership identity and sense of purpose over the course of the programme (see Figure 1). While baseline agreement was already high, there was a general shift from “agree” to “strongly agree” across most statements. 
For the statements “I see myself as a leader” and “Leading is important to me,” there is evidence of increased strength of agreement. In response to “I see myself as a leader,” nine participants selected “agree” and one “strongly agree” at the outset, compared to four selecting “agree” and five “strongly agree” post-programme.
Figure 1: Leadership Identity statements rated as “agree” or “strongly agree” by ten respondents

A similar pattern is evident for “Leading is important to me.” At the beginning of the programme, six participants selected “agree” and four “strongly agree,” compared to three selecting “agree” and seven “strongly agree” afterwards. This suggests that participants may have experienced an increased sense of purpose in their leadership role.
There also appears to be a positive shift in participants’ knowledge and understanding of leadership. Pre-programme, nine participants agreed with the statement “I know what makes a good leader.” Post-programme, this shifted towards stronger agreement, with six participants selecting “strongly agree” and three “agree.”
A similar pattern is evident for “Other people consider me to be a leader.” Responses shifted from five “agree” and one “strongly agree” pre-programme to two “agree” and seven “strongly agree” post-programme, suggesting greater confidence in how this is recognised by others. One “disagree” response was recorded at both time points.
There is also evidence that this strengthened identity translated into practice. One Emerging Leader described how the programme supported a successful promotion to a Head of Service role:
“Job application for head of [service name] libraries post – helped me to describe my leadership style, how I work with partners and stakeholders, and how I motivate and support teams.” Emerging Leader 3
Qualitative feedback indicates that this shift was less about adopting new models and more about recognising and validating existing practice. As one participant reflected:
“Hearing the theory and realising that I'm already putting into practice a lot of the guidance day to day.” Head of Service 1
A similar theme is reflected in comments on collaborative leadership:
“I feel this is how I lead instinctively, but it was helpful to unpack this.” Emerging Leader 3
These responses suggest that the programme helped participants to articulate their existing leadership approach, making implicit behaviours more explicit and supporting a more confident and authentic sense of identity.
Participants also described a broader shift in how they understand leadership. One participant described leadership as rooted in adaptability, shared purpose, and cross-system collaboration:
“Resilient leadership lies in understanding that the only constant is change… it is important to collaborate, consult and reach across systems to instigate change… focused on shared purpose.” Head of Service 3
This suggests a more developed and practical understanding of leadership, aligned with the programme’s focus on leading in complexity.
Overall, the findings suggest that the programme strengthened participants’ confidence in their leadership identity, clarified their sense of purpose, and supported them to articulate and apply their leadership more effectively in practice. This provides a strong foundation for taking on broader leadership responsibilities in complex environments.
[bookmark: _Toc232755793]Leadership confidence and capability
Key finding: Participants reported a positive increase in confidence and readiness to act, supported by peer learning
There is clear evidence across the survey data that the programme strengthened participants’ confidence in their leadership. Figure 2 illustrates this increase across four indicators of leadership capability. In particular, participants reported greater confidence in their ability to lead change. While the number of participants selecting “agree” remained constant (five pre- and post-programme), the number selecting “strongly agree” increased from one to five. 
Figure 2: Leadership confidence statements rated as “agree” or “strongly agree” by ten respondents

Participant feedback suggests this shift was enabled by a combination of expert facilitation and peer learning. The facilitator’s grounding in local government contexts was seen as particularly valuable:
“It was good to have a facilitator who knew about local government systems… It put leading libraries on a level with other local government leaders.” Head of Service 2
This highlights the importance of situating leadership development within a wider system context, helping participants to feel more confident and recognised as leaders within local authorities.
Alongside this, the peer learning model was a key driver of increased confidence. Participants consistently emphasised the value of shared experience and mutual support:
“The peer learning element of the programme was very strong…” Head of Service 3
“Hearing from other library leaders generally was really helpful and gave national context to issues at play within my own service.” Emerging Leader 2
These reflections suggest that the cohort model contributed to increased confidence by providing a supportive space for reflection and the sharing of different leadership perspectives.
Overall agreement increased for all statements in leadership confidence and capability. However, the data presents a more nuanced picture in relation to leadership skills. For confidence in skills, responses shifted towards “agree”, increasing from two to seven participants, but no participants selected “strongly agree” post-programme. This could indicate a consolidation of confidence rather than a shift to higher levels of confidence. This is particularly notable as this area had the lowest baseline, with only two participants initially selecting “agree”, suggesting a positive shift from a lower starting point. However, there is evidence of upward movement in perceptions of effective leadership skills, with positive responses increasing from seven to nine overall, and “strongly agree” responses rising from zero to four.
Taken together, this could suggest a distinction between increased confidence and perceived mastery. This may also reflect both the lower starting point in this area and the programme’s emphasis on developing participants’ understanding of leadership, systems thinking, and contextual awareness, with skills continuing to develop over time.
The findings indicate that the programme made a positive contribution to participants’ confidence, sense of themselves as leaders, and readiness to act. Facilitation that supported participants to situate their leadership within wider system contexts, alongside a supportive peer cohort, appears to have been central to this perceived impact. The more gradual shift in self-assessed skills reinforces the importance of continued development beyond the programme.
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Key finding: Participants developed a more nuanced understanding of complexity and systems
There is evidence across the survey data of change in how participants understand and navigate complexity, although this does not present as a simple increase in confidence and differs across the three statements (see Figure 3).
For example, the statement “I am comfortable navigating complex or ambiguous situations” presents an interesting picture. The “strongly agree” responses increased (from four to six), indicating increased confidence for some participants. However, the total number of positive responses (agree or strongly agree) decreased from eight pre-programme to six post-programme.
Figure 3: Leading in Complexity statements rated as “agree” or “strongly agree” by ten respondents

This suggests a more complex shift than a straightforward increase in confidence. While some participants became more confident, others appear to have become more cautious in their self-assessment. This may reflect a deepening understanding of complexity. As participants engaged with tools such as the PESTLE model, which considers political, economic, social, technological, legal and environmental factors, they were prompted to think more broadly about external pressures and interdependencies. This may have increased their awareness of the complex systems in which they operate.
There is also limited evidence that this increased awareness translated into changes in participants’ reported behaviours relating to systems thinking. For example, responses to considering the wider system in decision-making were already high at the outset (nine participants selecting “agree” or “strongly agree”), and remained largely unchanged post-programme, increasing slightly to ten.
This suggests that participants entered the programme with a strong awareness of the wider system, and that the programme’s contribution in this area was less about building new capability and more about reinforcing and refining existing perspectives. Further, these findings may indicate that the programme supported participants to deepen their understanding of complexity and reflect more critically on their role within wider systems, which is important for effective leadership in uncertain environments.
Qualitative responses reinforce a shift in how participants understand leadership in complex contexts. Before the programme, resilient leadership was often framed in terms of stability and maintaining services, for example:
“Remaining calm… keeping services running with minimal disruption.” Emerging Leader 5
Post-programme, participants describe a more adaptive and dynamic approach, which emphasises responsiveness to change and supporting others through it. As one participant reflected:
“Being able to move with the challenges… and narrate that journey in a way that makes my teams feel secure and able to thrive.” Emerging Leader 1
This suggests a shift from an operational view of leadership towards one that is more relational, adaptive, and focused on guiding others through uncertainty.
There is also evidence of a stronger emphasis on compassionate leadership within complex contexts. Participants described actively fostering hope and framing change in constructive ways, even in challenging circumstances:
“We are going through a consultation with potentially many changes to the service. I have been focusing… on instilling hope and that this can be seen as an opportunity as well. I believe this has helped in a very hard situation.” Emerging Leader 4
A further reflection highlights the combination of adaptability, influence, and intentional communication:
“Being able to move with the challenges… and influence factors beyond my control… and narrate that journey in a way that makes my teams feel secure and able to thrive through the adversity we are facing.” Emerging Leader 1
Overall, these insights suggest that participants are engaging more actively with complexity as well as adopting a more purposeful and people-centred approach. 
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Key finding: Increased confidence in influencing, advocating for services, and working across organisational boundaries
Across the three statements focused on advocacy and influencing, survey data indicates a positive shift in participants’ confidence. There is evidence of increased confidence in their ability to advocate for and influence on behalf of their service, mobilise others, and collaborate across organisational boundaries.
Overall, responses show a shift towards higher levels of agreement across all three areas (see Figure 4). For the statement “I feel confident advocating for my service,” overall agreement increased from seven to nine, with the number of participants selecting “strongly agree” rising from two pre-programme to six post-programme.
Figure 4: Advocacy and influencing statements rated as “agree” or “strongly agree” by ten respondents

Similarly, participants reported increased confidence in mobilising others to lead change, with the number of positive responses increasing from five to nine, and “strongly agree” responses rising from one to six.
One participant described how they used this learning to introduce new ways of working within their service:
“Instigating and facilitating the introduction of manager back-to-floor time to increase staffing flexibility, improve colleague morale, and break down hierarchical barriers that are not conducive to shared progress and positive outcomes.” Head of Service 3
In relation to cross-boundary collaboration, where baseline responses were already relatively strong (four “agree” and four “strongly agree”), there is a further shift towards higher confidence post-programme (three “agree” and six “strongly agree”).
Qualitative feedback highlights how participants applied learning from the programme, particularly in communicating the value and impact of their service and positioning it within wider organisational and community priorities. For example:
“Narrating our ‘story’ and understanding how to pitch this to our stakeholders. I have used this learning in writing funding requests for service delivery being considered by senior leadership and politicians.” Head of Service 1
This reflects increased confidence in how participants frame and present their service to senior stakeholders.
Participants also demonstrated the use of structured influencing approaches to build partnerships and drive change:
“I wanted to bring a new partner on board… but they needed some persuading. I was able to use storytelling… Ganz’s Story of Self, Story of Us and Story of Now… We are now in the process of starting our journey.” Emerging Leader 4
This indicates that participants were actively applying specific tools and techniques introduced within the programme to influence others and initiate collaboration. The example also suggests early evidence of tangible outcomes, with partnerships beginning to develop as a result.
However, while confidence in influencing has increased, putting this into practice is not always straightforward. Influencing across organisational boundaries often depends on factors such as existing relationships, organisational structures, and decision-making processes. As a result, some participants may need further time and opportunity to translate this increased confidence into sustained practice.
Overall, the findings suggest that the programme strengthened participants’ approaches to advocacy and influencing. There is evidence of increased confidence in articulating service value, mobilising others, and working across organisational boundaries, alongside early signs of application in practice.
Overall summary
Participants entered the programme with relatively high baseline confidence across most areas of leadership. However, the findings show a positive shift towards greater confidence across all four themes.
The overall reduction in neutral responses, alongside the shift from “agree” to “strongly agree”, suggests that participants developed a stronger sense of clarity and assurance in their leadership practice.
The most positive changes are seen in leadership confidence and identity, with more gradual development evident in systems leadership and advocacy. This pattern aligns with the programme’s aims and indicates that it has supported participants to strengthen both their confidence and capability as leaders within complex public service environments.
[bookmark: _Toc232755796]Programme Delivery
Participant feedback on programme delivery was positive, indicating that the programme was well designed and effectively facilitated.
All respondents agreed that the programme was well organised and that the learning environment was inclusive and respectful. This suggests that participants felt able to engage openly, which is particularly important for leadership development programmes that rely on reflection and discussion.
Nine out of ten participants found the sessions useful and relevant, and a similar proportion reported having opportunities to reflect on and apply their learning. One Emerging Leader gave a neutral response, noting that their current role was more focused on management rather than leadership, which made it harder to relate to the content.
This suggests that the content was generally well aligned with participants’ roles, while also highlighting that its relevance may vary depending on the balance between leadership and management responsibilities.
Qualitative feedback reinforces these findings. Participants particularly valued:
· A supportive and open cohort environment
· Opportunities to share experiences with peers facing similar challenges
· A balance between structured input and reflective discussion
After each session, participants were asked to complete a short three-question pulse survey to monitor engagement and inform iterative improvements. This feedback highlighted the importance of balancing theory with practical application. Some leadership models were experienced as difficult to translate into the public library context, with participants expressing a need for more sector-specific examples and clearer links to practice. This was particularly evident among emerging leaders, who found it more challenging to apply some tools and models within their roles.
These insights suggest that future programmes would benefit from placing greater emphasis on contextualisation, ensuring that leadership models are supported by concrete examples of how they can be applied in library settings.
Overall, the blend of in-person and online delivery worked well, enabling participants to build connections while accommodating the constraints of busy workloads. However, pulse survey feedback from online sessions indicated that participants found it harder to engage, particularly during extended periods of content being presented. In response, the delivery was adapted to include more opportunities for discussion in breakout groups and the use of interactive tools to encourage participation. This reinforces the importance of designing online sessions to be highly interactive and participatory.
In summary, the findings suggest that the programme created strong conditions for engagement and learning. This is likely to have supported the positive outcomes observed in participant confidence, leadership identity, and capability.
[bookmark: _Toc232755797]Lessons learned and recommendations
The process evaluation and participant feedback highlight key lessons relating to recruitment, programme design, and delivery. These insights will inform the development of future leadership programmes.
Recruitment and representation
The programme attracted fewer applicants than anticipated, particularly compared to previous mentoring offers, and there was limited representation from minority ethnic/global majority groups. This suggests that the application process may require more time and more targeted promotion to ensure a diverse and representative applicant pool.
The proportion of participants identifying as neurodivergent also appeared higher than indicated in the application data, suggesting that current data collection methods may not fully capture this characteristic.
Recommendations:
· Allow additional time for applications to enable discussion with line managers
· Use targeted outreach through trusted networks to engage under-represented groups
· Review demographic questions to better capture self-identified characteristics, including neurodivergence
· Address gaps in application tracking by reviewing processes to ensure all submitted applications are captured and recorded.
Accessibility and inclusive design
Participants did not always disclose accessibility requirements, even when invited to do so. This highlights the limitations of relying solely on self-reporting and reinforces the need for a more inclusive, universal approach to programme design.
Recommendations:
· Adopt a “design for all” approach to accessibility, embedding inclusive practices as standard
· Set clear expectations in commissioning and tender documents for inclusive resources and session delivery methods
Programme content and structure
Participants valued the programme overall, but feedback highlighted the importance of balancing theory with practical application. Some leadership models were experienced as difficult to translate into the library and local authority context, with participants expressing a need for more sector-specific examples and clearer links to practice.
Certain content areas, particularly systems thinking and organisational culture, were experienced as complex and would have benefited from additional time and reinforcement. There was also some variation in how applied learning activities were experienced, with emerging leaders finding it more difficult to relate these to their current role.
Recommendations:
· Integrate more sector-specific examples and case studies, including input from Heads of Service
· Allow additional time and scaffolding for complex concepts, with opportunities to revisit and apply learning
· Design applied activities that are flexible and relevant to different career stages within mixed cohorts
Delivery format and engagement
Delivery format had a clear impact on engagement. Participants reported particularly high levels of engagement in in-person sessions, valuing the opportunity to connect and share experiences. Engagement was lower in online sessions, particularly where these involved extended periods of listening or high volumes of content.
In contrast, interactive and reflective activities, such as “river of life” and storytelling tools, were highly valued and frequently applied in practice.
Some practical delivery issues were also identified, including the need for clearer advance planning around session resources and expectations for facilitators.
Engagement data collected at the end of each session reinforces the importance of in-person delivery in building relationships and sustaining engagement, which can be more difficult to achieve in online formats.
Recommendations:
· Increase interactivity in online sessions through discussion, tools, activities and breakout rooms
· Review session length and pacing (e.g. longer sessions with breaks for online delivery)
· Maintain and expand reflective, narrative-based and creative activities
· Clarify expectations with facilitators in advance, including resource requirements and delivery approach
[bookmark: _Toc232755798]Final summary 
Overall, while the programme was effective in strengthening leadership confidence, identity, and systems awareness, the lessons learned provide clear recommendations to strengthen future delivery. These focus on improving the application of learning in practice, enhancing engagement in online sessions, broadening participation, and ensuring the programme effectively supports participants at different levels of experience.



[bookmark: _Toc232755799]Appendix: Leadership capability scale
Participants rated their leadership capability pre- and post-programme using a 15-item self-assessment scale. The items were adapted from the earlier Leading Libraries evaluation conducted by the Evidence Base Research and Evaluation Service at the University of Birmingham. The scale was further refined for this evaluation to reflect the programme’s focus on complexity and the four shifts articulated in the Radical Leadership model.
Responses were recorded using a five-point Likert scale:
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
Statements:
1. I think of myself as a leader 
2. Leading is important to me 
3. I know what makes a good leader 
4. I am confident in my own leadership skills 
5. I am confident in my ability to make change happen 
6. I possess effective leadership skills 
7. I am ready to face leadership challenges 
8. Other people consider me to be a leader 
9. I have opportunities to lead beyond my immediate team or service 
10. I am confident advocating for my library service 
11. I am able to mobilise others to lead change 
12. I am comfortable navigating complex or ambiguous situations 
13. I consider the wider system when making decisions 
14. I collaborate across organisational or departmental boundaries to achieve outcomes 
15. I have the ability to make a significant impact on my workplace/environment as a leader

Leadership Identity and purpose: Distribution of Agreement (Pre vs Post)

Agree	See myself as a leader	See myself as a leader	Leading is important to me 	Leading is important to me 	Understand good leadership	Understand good leadership	Others consider me a leader	Others consider me a leader	Pre	Post	Pre	Post	Pre	Post	Pre	Post	9	4	6	3	9	3	5	2	Strongly Agree	See myself as a leader	See myself as a leader	Leading is important to me 	Leading is important to me 	Understand good leadership	Understand good leadership	Others consider me a leader	Others consider me a leader	Pre	Post	Pre	Post	Pre	Post	Pre	Post	1	5	4	7	0	6	1	7	
Number of responses




Leadership Confidence and Capability: Distribution of Agreement (Pre vs Post)

Agree	Confidence in skills	Confidence in skills	Effective leadership skills	Effective leadership skills	Ability to lead change	Ability to lead change	Leadership challenges	Leadership challenges	Pre	Post	Pre	Post	Pre	Post	Pre	Post	2	7	7	5	5	5	6	2	Strongly Agree	Confidence in skills	Confidence in skills	Effective leadership skills	Effective leadership skills	Ability to lead change	Ability to lead change	Leadership challenges	Leadership challenges	Pre	Post	Pre	Post	Pre	Post	Pre	Post	0	0	0	4	1	5	1	7	
Number of responses




Leading in Complexity and Systems: Distribution of Agreement (Pre vs Post)

Agree	Comfortable navigating complexity	Comfortable navigating complexity	Consider the wider system	Consider the wider system	Opportunities beyond team or service	Opportunities beyond team or service	Pre	Post	Pre	Post	Pre	Post	4	0	4	5	0.03	5	Strongly Agree	Comfortable navigating complexity	Comfortable navigating complexity	Consider the wider system	Consider the wider system	Opportunities beyond team or service	Opportunities beyond team or service	Pre	Post	Pre	Post	Pre	Post	4	6	5	5	3	5	
Number of responses




Advocacy & Influencing: Distribution of Agreement (Pre vs Post)

Agree	Advocate for service	Advocate for service	Mobilise others	Mobilise others	Collaborate across boundaries	Collaborate across boundaries	Pre	Post	Pre	Post	Pre	Post	5	3	4	3	4	3	Strongly Agree	Advocate for service	Advocate for service	Mobilise others	Mobilise others	Collaborate across boundaries	Collaborate across boundaries	Pre	Post	Pre	Post	Pre	Post	2	6	1	6	4	6	
Number of responses
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