
career and job satisfaction. Family 
business owners generally express 
the view that leading their organi-
sations is at times a lonely place 
to be. The role of the executive 
coach (which is extremely varied); 
can for example benefit leaders by 
providing an independent sound-
ing board to encourage and stimu-
late the decision making process; 
it can also act to encourage a 
healthy balance between work and 
family life.  

 

The key contribution Occupational 
Psychology is making to busi-
nesses and family businesses is 
by bringing a wealth of research 
which ultimately provides more 
systematic and objective methods 
to aid the selection, training and 
management of individuals and 
teams. 

Quite a lot! An Occupational Psy-
chologist is a Psychologist who 
has specialised in the application 
of psychological knowledge and 
theory to individuals, teams and 
organisations. Historically, this has 
focused in understanding job 
demands and assessing individu-
als so they can be matched to job 
requirements via psychometric 
testing. In this context, an Occupa-
tional Psychologist acts as an 
advisor to recommend appropriate 
psychometric tools (e.g. ability 
tests or personality assessment); 
administer these tools and provide 
feedback to the candidates and 
the sponsoring managers. Re-
search has consistently shown 
that responsible and stable em-
ployees are valuable in any job.   

 

Occupational Psychologists also 
work for businesses to help them 
to improve how they hire, develop 
and manage individuals and 
teams.  This can also mean they 
lead the design and development 
of new ways to improve teams and 
organisations by introducing Per-
formance Management and other 
planning and feedback systems. 
They have also led the field in 
developing and researching the 

impact of employee attitudes and 
360 degree feedback systems. 
Recent research has demon-
strated that family business own-
ers (and family members working 
in the business) are generally 
more likely to provide training for 
their employees but are less likely 
to develop training and develop-
ment plans for themselves result-
ing in a limited pool of well trained 
future leaders and managers.  

 

Occupational Psychologist’s are 
often hired as consultants to help 
solve particular problems such as 
high turnover and employee 
stress.  Additionally they can play 
a critical role assessing organisa-
tional culture and designing pro-
grammes that facilitate the man-
agement of change. This area of 
support is particularly important to 
family business owners about to 
embark on plans for succession. 

 

In recent years, Executive Coach-
ing has become a high growth 
service that is provided by Occupa-
tional Psychologists to Leaders 
and Senior Managers to help them 
improve their effectiveness, their 

WHAT HAS OCCUPATIONAL PSYCHOLOGY GOT TO OFFER FAMILY BUSINESSES? 

W E L C O M E   

Welcome to this first edition of our 
newsletter! We hope you will find it 
informative, and as a conse-
quence take an interest in our 
activities and endeavours as they 
unfold in the coming months and 
years. Indeed we hope you will get 
involved more directly in what the 
Caledonian Family Business Cen-
tre is doing, through programme 
activity; workshops; engaging with 
us by sharing your family business 
story and also become involved in 
policy research.   
 
This edition is intended as an 
overview of the activities of the 
Centre; and as such it focuses on 
introducing the work we are under-
taking. This Centre is one of the 
few whose approach is psychologi-
cally based utilising the research, 

skills and competencies offered by 
Occupational Psychologists. This 
issue provides a brief overview of 
the areas of expertise which Occu-
pationally Psychologists offer the 
Family Business Owner including 
an overview of using 360 degree 
feedback. In addition members of 
the Wilson family,  Lendal Prod-
ucts Ltd (www.lendal.com), a 
Prestwick based Family Owned 
Business provides us with an 
insight into his experiences of 
business ownership and planning 
for succession.  
 
In future editions we will include 
short comments and articles on 
issues relevant to not only succes-
sion in family owned businesses 
but also particular issues that are 

related to the various projects 
underway. 
 
We look forward to receiving your 
comments including any sugges-
tions for inclusion in forthcomings 
editions. 
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We all waste a considerable 
amount of our time worrying 
over things we know we need to 
do but generally avoiding doing. 
If we were to count the amount 
of time we spent worrying about 
a problem that time would have 
been much better spent dealing 
with the problem itself. In addi-
tion, we would 
have reduced the 
amount of stress 
caused by thinking, 
worrying and avoid-
ing the same is-
sues over and over 
again. Succession 
planning for family 
business owners is 
something which 
falls into this cate-
gory. Most owners 
report it is some-
thing which is 
always in their 
mind; they also 
report spending a 
considerable amount of time 
avoiding it. Succession for most 
owners appears to be one of 
those insurmountable tasks due 
to the ‘emotional charges’ sur-
rounding it, yet when these 
tasks are broken down into 
smaller chunks the tasks sud-

denly seem within the owner’s 
reach. Setting ourselves smaller 
and less emotionally challeng-
ing tasks when approaching a 
problem not only provides us 
with a greater chance of suc-
cess it also provides us with 
confidence in being able to 
address the more emotionally 

challenging issues later.  

 

Planning for succession there-
fore should not be thought of as 
one huge project but as a series 
of tasks. Over a period of time 
these tasks link together provid-

ing an overall solution for the 
future of the family and the 
business. 

 

Understanding these dilemmas, 
staff at the Centre have devel-
oped an approach to planning a 
successful succession which 

recognises the demands 
on owners, offering them 
a structured approach to 
planning. Our approach 
provides expertise in 
financing exit strategies, 
developing managerial 
and leadership skills, 
coaching and mentoring 
for all family members  as 
well as support in the 
development of new 
ownership structures and 
family business govern-
ance practices. Utilising 
the tools and techniques 
developed by Business 
Psychologists we focus on 

working with you to find relevant 
solutions. Our approach is re-
spectful and maximises the 
knowledge, skills and experi-
ence each family brings to the 
succession planning project. 
Working collaboratively, recog-
nising each family’s unique 

P L A N N I N G  A  S U C C E S S F U L  T R A N S I T I O N  
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A Question often asked by 
family business owners: 

When is the right time to plan 
for succession? 

 

The Answer to this has to be-  
‘ Long before you started to 
this about it!’ 

Visit our website and complete the SUCCESSION READINESS QUESTIONNIARE to assess your 
readiness to begin succession planning. www.familybusinesscentre.com/questionnaire 

K E E P I N G  I T  I N  T H E  F A M I L Y — 3 6 0 0   F E E D B A C K  

For further information on 3600 Feedback email Norrie@familybusinesscentre.com 

qualities we provide every family 
engaged in succession planning 
with individual support, training 
and access to expertise to en-
sure succession happens as 
smoothly as possible.  

 
To help you begin the process 
please complete our free online 
(or download and complete 
manually) succession readiness 
questionnaire at: 

 
www.familybusinesscentre.com
/questionnaire 

It is often difficult to know just 
how well you are performing in 
the workplace, and it is perhaps 
more difficult for you as mem-
bers of the family in business. 
Obtaining high quality feedback 
on how your skills, knowledge 
and behaviour is received and 
evaluated by those working with 
you is challenging for most 
managers however, if you are 
also a member of the owning 
family this is likely to become 
even more difficult to obtain.  

 

360 degree feedback is a struc-
tured process that invites peo-
ple who know how you work to 
provide an assessment on how 
effective you are on a number 
of skills and competencies.  It is 
called 360 degree feedback 
because it invites feedback 
from observers in roles “all 

around” the target recipient.  It 
can operate from a standard-
ised off-the-shelf feedback 
framework, or each company 
can commission the develop-
ment of its own competency 
based framework. 

 

Traditionally, the feedback re-
cipient identifies a number of 
colleagues and staff and they 
receive an online or paper 
based questionnaire to com-
plete on an anonymous basis.  
The data from all the observers 
(and the self assessment contri-
bution) is then collated and a 
feedback report is produced. In 
a Family Business context, 
observers can also be drawn 
from a variety of perspectives 
including mentors within the 
business or even key custom-
ers.   

The recipient normally meets 
with a Coach or Facilitator to 
review the feedback and to 
identify their perceived 
strengths and their perceived 
development areas.  The indi-
vidual is then assisted to pro-
duce a Personal Development 
Plan to build on his or her 
strengths and to address his or 
her development needs. Using 
360 could provide the next 
generation of owners with a 
process which monitors pro-
gress and provides useful feed-
back as line with their develop-
ment plan. 

 

After a period of time (typically 6 
to 12 months), the process can 
be repeated to assess how 
much progress the individual 
has made.  This can be done in 
two ways.  Either the total 360 

degree framework can be re-
issued or a mini progress check 
can be made by issuing only 
those skills and behaviours that 
were previously identified as 
requiring development. 

 

The 360 degree approach is 
now well established in large 
Private and Public Sector or-
ganisations.  It takes time and 
effort to implement a 360 de-
gree feedback process, but is 
has proven itself as invaluable 
in raising the recipient’s self-
awareness and helping him or 
her to focus on key develop-
ment areas. 



“Sharing the 

highs and lows 

can create a 

good bond and 

it also creates a 

shared purpose 

and drive to 

succeed“ 
Alistair Wilson 

Page 3 V O L U M E  1 ,  I S S U E  1  

L E N D A L  P R O D U C T S  L T D — A  C A S E  S T U D Y  

Lendal Products Ltd., an Ayr-
shire company established in 
1972 by Alistair and Marianne 
Wilson, was born out of a pas-
sion for kayaking. Both Alistair 
and Marianne competed in the 
1960/64/68 Olympics and 
together with Alistair’s interest 
in research and development, 
the company was born. The 
manufacture of high quality 
glass fibre and composite car-
bon paddle shafts coupled with 
a dedication for innovative 
design and use of new materi-
als and technology has ensured 
Lendal Products Ltd have a well 
deserved reputation for quality 
in 25 countries. In 2005, the 
company received an award for 
the best high-end paddle voted 
by the readers of Sea Kayaker 
magazine in the U.S.A. 

 

Alistair and Marianne have 
been joined in the business by 
the next generation and at the 
present time and at the com-
pany is engaged on succession 
planning. The family agreed to 
be interviewed by The Centre to 
share their experiences of work-
ing together as a family in a 
growing business.  

 

FAMILY VALUES 

 

Lendal Products Ltd is commit-
ted to innovation through devel-
oping products which are of a 
very high standard of workman-
ship and quality. They work 
closely with all their staff keep-
ing them up to date with devel-
opments, encouraging personal 
development for all and strive 
for both individual and commer-
cial success. They are proud of 
having a reputation for integrity 
both in their products and rela-
tionships with their customers 
and staff. 

The family have a strong work 
ethic and know they can de-
pend on each other. Samantha 
(Stuart’s sister) describes how 
they are prepared ‘go the extra 
mile’ when needed providing 
unity in the business and a 
culture of support. 

  

WORKING WITH FAMILY  

 

Alistair and Marianne highlight 
the importance of firstly creat-
ing a strong family bond. This 
has been extremely important 
to them and has provided them 
with great personal satisfaction 
both as parents and business 
owners.  Nick (Samantha’s 
husband) who joined the com-
pany from IBM relates on the 
warm and respectful welcome 
he received when he first joined 
the family business. All the 
family members recognise the 
added value Nick has brought 
to the company in terms of his 
previous experience and knowl-
edge. This richer combination 
has provided all the members 
with the potential to develop a 
strong team with shared goals. 

 

The mem-
bers of the 
younger 
generation 
all de-
scribe how 
they have 
developed 
a great 
respect for 
one an-

other and 
are suppor-

tive and committed to listening 
to each others views before 
making decisions. 

 

WORDS OF ADVICE 

 

We asked the family if there 
were some words of advice they 
could impart to other family 
business owners. Some of the 
advice has been hard won in 
that it has emerged through 
working through the issues for 
themselves and they were kind 
enough to share them with us. 

 

Samantha recommends that 
you don’t let personal issues get 
in the way – TALK with open-
ness and respect when issues 
arise. Alistair has found great 
benefit from having purposeful 
weekly meetings that have an 
agreed and structured agenda. 
He also suggests that compla-
cency and lack of innovation will 
be a barrier to business suc-
cess. Nick endorses this adding 
the need for a culture which 
encourages being open to and 
discussing new ideas which will 
ultimately lead to the com-
pany’s future success.  

 

Marianne suggests that when 
the next generation are begin-
ning to come into the business, 
you should assess their individ-
ual strengths and weaknesses, 
placing them in positions 
throughout the business where 
they can do well and grow in 
confidence and ability: and not 
have ‘square pegs in round 
holes’, as in the long run this 
will benefit neither the person, 
nor the business.  

 

TEN YEARS FROM NOW 

 

Alistair looks forward to an 
exciting time when the company 
moves into a large and modern 
purpose built factory, allowing 
them to develop and produce a 
greater range of innovative 
products to serve a more global 
market. He also envisages hav-
ing an assembly unit in the U.S 
to serve their growing market in 
North and South America.  

 

The family pointed out during 
this period of change and devel-
opment, they have received 
active support from the client 
manager Elaine Calderwood at 
Scottish Enterprise Ayrshire. 
Elaine has provided the com-
pany with a range of opportuni-
ties and support to maximise 
the company’s potential for 
growth. 

FAMILY MEMBERS WORKING IN THE BUSINESS 

1940

Alistair
Wilson

66

1938

Marianne
Wilson

68

1973

Samantha
Lambert

33

1978

Stuart
Wilson

28Nick
Lambert



A  
Q U I Z —  T O  M A K E  Y O U  S M I L E  

The answers to most (if not all) of these questions can be found on 
the Glasgow Caledonian Family Business Centre website.  There will 
be a small prize for the winner selected from the responses. Just 
email your responses!  

 

 

Q1: The Glasgow Family Business Centre is part of? 

A The Caledonian Business School 

B The Social Sciences School 

C The Law School 

 

 

Q2: The Innovative Actions Programme was initially designed to run 
for? 

A 18 Days 

B 18 Weeks 

C 18 Months 

Q3:  Which free online service does the Centre offer? 

A Tea/Coffee 

B  Babysitting 

C  Succession Readiness Questionnaire 

 

Q4: The Glasgow Caledonian Family Business Centre publishes 
its research in? 

A Comics 

B Professional Journals 

C Anywhere that will let it 

 

Q5: When is the best time to start Family Succession Planning? 

A Long before you actually need it 

B Yesterday 

C Never – just deal with it as it arises 

 

Email your answers to quiz@familybusinesscentre.com 
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CELEBRATING INNOVATION AND CREATIVITY  
IN THE FAMILY BUSINESS 

Personal Experiences and Practical Workshops 

14th June 2006 
Glasgow Caledonian University 

This (fully funded) Mini-conference will Celebrate and share the outcomes of the Innovative Actions Programme entitled 
‘Developing  a Culture of Innovation in Family Owned Enterprises’. 

Activities include:- 

♦ Keynote Family Business Speaker 

♦ Family business owners experiences of working collaboratively  

♦ Participation from members of a similar cross- border project in Ireland  

As this project is fully funded numbers will be limited however, initial expressions of interest are welcome from Family Business 
Owners. Please email: conference@familybusinesscentre.com 

Diary Date 

Glasgow Caledonian University 

City Campus 

Cowcaddens 

Glasgow. G4 0BA 

Phone: 0141 331 8280 

Fax:0141 331 8281 

E-mail: K.Lanka@gcal.ac.uk 

C A L E D O N I A N  F A M I L Y  B U S I N E S S  C E N T R E  


