
Ivy House 
case studies

Extraordinary clients
Extraordinary solutions



The best in
the world 
for the best in 
the world.

We have the privilege of working with a huge range 
of clients, spanning almost every sector - from global 
organisations to local businesses.  

This gives you a flavour of the different ways we 
support them. There’s no one size fits all. Our solutions 
are as unique and brilliant as the clients we support.

and many more...



Nationwide

The challenge: 

As the world’s largest mutual and financial 
institution, with over 16.3 million members 
and broadly regarded as number 1 for service 
against their banking peers, Nationwide have 
become a highly respected, trusted and loved 
brand that consistently lives up to their ‘Building 
Society Nationwide’ strapline.

Widely recognised for their exceptional 
investment in people and commitment to talent 
development across their business, they already 
have a well-established learning offering. Working 
with a lens of continuous improvement, the Retail 
Distribution senior leadership team decided a new 
approach was needed if they were to continue to 
grow in an ever-evolving future.

Future success would rely on a greater diversity of 
talent at senior levels. The team recognised they 
were not representing the diversity of the people 
they were leading. With inclusion and diversity a 
clear strategic priority, there was an urgency to 
invest in their under-represented groups – not 
only at a senior level, but also early in career, to 
build an inclusive talent pipeline for the future.

The brief: 

The team approached Ivy House to explore 
how we could develop their female and under-
represented talent, identifying that confidence, 
ownership, presence, mindset and beliefs were 
just a few of the critical skills and behaviours that 
would require support.

The solution:

Our solution included 2 programmes for 2 different 
levels in the organisation. The 6-month immersive 
Master Programme was selected to support under- 
represented groups within their mid-tier talent 
population, combining 4 intensive masterclasses with 1:1 
executive coaching and an external senior-level mentor 
to stretch and challenge the delegates across all of the 
Ivy House 7 leadership skills.

For the earlier-in-career talent population we developed 
an 8-week programme with 4 x 0.5-day live workshops, 
supported with pre- and post-work and group coaching, 
working in partnership with the Nationwide learning 
team to balance needs and budget. Content here 
focused on self-leadership - areas such as values, 
beliefs, ownership and mindset. Delivered via a virtual 
classroom, this was accessible to a larger number of
the team across the branch network, bringing them 
together in a way that had never been done before and 
building a tribe of changemakers within the business, 
eager to step forward and blaze a trail for others to 
follow.

The impact:

The results have been outstanding, with a delegate 
NPS of +95, a 67% promotion rate within 12 months 
and significant shifts in behaviour, output and 
performance. The feedback from the SLT was that 
they had seen: ‘a marked improvement in personal 
confidence, leadership capabilities and drive, with 
delegates proactively pushing themselves to take more 
responsibility and stepping up as leaders within the 
organisation.’

The Ivy House graduates produced learning content 
and ran bite-size learning sessions to support talent 
across the business, became mentors for future cohorts 
and led keynotes and events alongside the SLT. As a 
consequence, across the delegate population there 
has been a significant improvement in talent retention, 
promotion rates and increased responsibility roles within 
12 months of the programme. A particular highlight was 
one delegate winning the Nationwide ‘Growth Award’ at 
this year’s annual awards - a huge achievement.

The impact has been so significant across the business 
that a further programme will run this year to continue 
the strategy. The following quote from Garry Samson, 
Regional Director and Sponsor, sums up the partnership:

WIL & Under-represented Talent

“Ivy House are experts at what they 
do. They truly know their audience 
and inspire and develop them in a 

way that I have not seen done before.  
More than that, as a partner they 

have been superb, supporting with 
everything from helping to select 

the right candidates to engaging our 
people beforehand, building the right 

solutions and creating a narrative that 
sticks for the long term. Ivy House has 

truly impacted both our people
and our business.”

Garry Samson, Regional Director, Nationwide



The challenge: 

We were approached by Aviva when they were 
looking to develop an in-house programme 
to develop leadership capabilities in talent 
across the business. Having previously focused 
on developing talent at the top end of the 
organisation, the people team were passionate 
about shifting their focus to build a continuum 
of potential within the business – an approach 
that aimed to ‘catch them early’ to create 
readiness within their emerging talent for the 
long term, improving their talent pipeline and 
increasing diversity in their leadership teams. 

They recognised that they needed to radically 
change their approach to the whole employee life 
cycle. They wanted to improve the diversity in their 
leadership teams, getting women into leadership 
roles earlier in their careers. They also recognised 
the need to support people to develop key soft 
skills at a much earlier stage in their career; skills 
that allowed them to lead effectively; be part 
of a team; story tell and engage; have difficult 
conversations; drive energy and meet ambitions. 

The brief: 

Aviva were looking to partner with market-leading 
experts to deliver an in-house global emerging 
leader programme that would support their 
brightest talent across the organisation.

This was about creating their leaders of the future; 
building a solution that focused on the needs of 
a multigenerational workforce: new technologies, 
more flexible and remote ways of working, 
embracing inclusion and diversity and, most 
critically, instilling human leadership behaviours.
Their aim was to create a tribe of changemakers 

within the business; a group of emerging leaders who 
had developed a deep insight into who they were 
and the leaders they wanted to be. Confident, curious 
leaders who could create a culture of collaboration and 
positive challenge to drive the business and culture 
forward. Human leaders that cared deeply about their 
colleagues and customers, and were passionate about 
making a difference in Aviva for the long term. 

They wanted the best in the market - not just a ‘make 
do’ programme, but something impactful for their 
emerging talent. It needed to be simple, flexible 
and tailored, explicitly linking to Aviva’s strategy and 
values and branded and delivered in a way that felt 
like their programme, rather than an external company  
delivering something on Aviva’s behalf. 

Aviva sought to find a partner who shared their ambition, 
held credibility and possessed expertise into what 
would be required from their future leaders. Importantly, 
this needed to be a partnership, a collaboration to 
ensure the outcome was best in class and truly life-
changing for their delegates. 

The solution:

To build this solution demanded collaboration, thought 
leadership and expertise. We worked in partnership with 
the learning team to create a programme that delegates 
would aspire to and be proud to be part of.   

Delivered over a 6-month period, the programme 
comprised a 1-day launch event, 4 x 2-day interactive 
masterclasses, pre- and post-work and a 3-hour 
graduation and pitch event attended by line managers 
and senior leaders. Embedding was also key and 
with an in-house faculty of coaches we were able to 

collaborate to support and embed the programme 
learning through 1:1 coaching. We also worked with 
the Aviva talent team to match every delegate with a 
mentor. 

The impact:

Across the board the results were outstanding. With an 
NPS of 100 (we’re pretty proud of that!), we knew the 
delegates loved it, but delivering something that was 
truly transformational for the organisation was critical.

So, did we do it? We think the results speak for 
themselves.

Additionally, the promotion rate of the ELP population was 
25% within 3 months.

4 years on, we’re now a core part of their in-house 
offering, delivering programmes to support talent 
across the organisation, including their graduates, 
school  leavers and current leaders. 

In-house Emerging Leader Programme

“When looking for a partner to deliver 
our emerging leader programme, I 

wanted the best in the market. Quite 
honestly Ivy House blew everyone else 

out of the water.  

The programme far exceeded my 
expectations. That’s not just because 

of the quality of the solution but I had 
hundreds of people coming back and 

telling their line managers how life-
changing it was, writing to the CEO to 

thank him for the opportunity. That 
just does not happen from an average 

course. 

Of all the talent programmes I ran, this 
one had the biggest impact in terms of 

promotions and results.
 

The Aviva ELP is now by far the most 
successful and oversubscribed 

programme we run – and my proudest 
legacy.”

Bernadette Bruton, Global Talent Director, Aviva
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The challenge
 
Named one of ‘Britain’s most admired companies’, 
Halma is a global group of independent businesses, 
who all have one thing in common: they are on a 
mission to do good in the world. From water safety to 
therapeutic solutions, genuine positive impact is at 
the heart of Halma, and this is reflected in its highly 
supportive and rewarding culture.
 
However, given that most of their businesses are SMEs, 
it became clear that there was a gap in readiness when 
moving talent to higher level roles. Most of their high 
potentials weren’t getting the level of experience, 
practice or exposure needed to make the jump from 
senior leader to board member.
 
It was clear that this was a gap in readiness, rather than 
talent. Halma was finding that the people who were 
‘natural successors’ to senior roles, no matter how 
talented or bright, were simply not comfortable with 
the change. The challenge therefore was to create an 
opportunity for them to learn the skills, develop the 
confidence, and practise the broader strategic mindset 
needed for an organisation of this sort.
 

The brief
 
Halma saw this as their chance to create a centralised 
talent programme for high potentials across the 
organisation. They were ready to start seriously investing 
in their future leadership, and wanted a programme that 
would have genuine impact. That’s when we came in; 
we were brought in to close this gap in readiness.
 
They also wanted to answer the question: what does 
it mean to show up as a part of the Halma Group? 
Because of this, it was critical that we collaborated in 
our design for the programme, meaning that we had to 
place huge amounts of trust in each other’s expertise. 
We trusted them in knowing how their business would 
work best, and they trusted that we knew what we were 
doing when it came to equipping leaders.
 

The solution
 
The solution that we designed was a show of true 
collaboration. Delivered over 4 months, their high 
potentials now receive training through a series of 
modules that include: Ivy House leadership training; 
deep dives into specific skillsets; senior leader 
roundtables; and business simulation. While the latter 
two components are owned by Halma, our coaches 
stayed in the room to help with embedding, and 
support in feedback. This means that there is an Ivy 
House ‘golden thread’ running through the entirety of 
the programme.
 
It was also incredibly important for Halma that the 
programme was high profile and exceptional quality 
- they wanted to ensure that their people recognised 
the value that Halma saw in them. This meant that 
everything, from the content to the venue, had to be top 
calibre, and that’s exactly what we delivered.
 

The impact
 
By the time the second cohort for this programme 
started running, over half of the first cohort had received 
a promotion. When asked how likely they would be to 
recommend the programme, 97% of the delegates gave 
a score of 10/10.
 
Amongst delegate feedback, we heard multiple times 
that the programme ‘clearly stands apart from normal 
training’, and that the ‘sense of community is fantastic’. 
This in particular is something we are immensely 
proud of - the level of active communication, group 
support, and bonding across the programme has been 
unparalleled. We like to think that this is due to the 
perfect meeting of Halma’s wonderfully supportive 
culture and our deeply personal approach.
 
We are currently planning two further cohorts for this 
year, and when asked what changes they may want 
to make, the response was simply: “Why change a 
winning formula?”.

Halma
Talent Programme



The challenge: 

L’Oréal are one of the most trusted and widely 
recognised brands in the beauty space and the 
#1 beauty tech company in the world. Despite 
having a well-established and sophisticated 
learning and development offering to support 
their 85,000 strong workforce, they recognised 
that what was missing was an emerging talent 
future leader programme.

With a hugely diverse and multigenerational 
workforce, they identified that much of their 
management and leadership development was 
focused on those sitting in senior levels within 
the organisation, rather than supporting their 
emerging talent. With a huge amount of new, 
bright talent coming into the business, there was 
a real desire to invest in those at the start of their 
journey, to ensure they were retaining and fast- 
tracking their brightest stars and equipping them 
to be future leaders in the business.

With a staff base spanning 150 countries, L’Oréal 
operate an incredibly dynamic development 
model, which sees them partner with experts in 
select fields to ensure they have a holistic offering 
to support all areas of their business.

The brief: 

L’Oréal were looking to partner with an 
organisation who were experts in developing 
emerging talent and could support with every 
element of developing and executing their 
emerging talent strategy.

They were looking for a nimble, ready-to-go
solution that could be up and running quickly, 
and support with everything from branding 

and advertising the programme, to programme, to 
identifying and selecting their talent population. They 
were also passionate about their delegates having 
more of an external focus and were keen to find a 
programme that would allow their emerging talent to  
mix and learn from emerging leaders from other leading 
organisations.

The solution:

L’Oréal decided to place their emerging talent on our 
open Master Programme. We worked with their L&D 
team to develop and execute their whole emerging 
talent approach – from who to support, to how best to 
develop them.

We supported with everything, from identifying their 
high potentials, to designing all of the marketing 
collateral to advertise the programme, as well as 
running ‘show and tell sessions’ so their talent could 
find out more before they applied. We codesigned 
the application process to select their delegates and 
created a number of embedding solutions, to ensure 
they were supported back within the organisation.

The impact:

The feedback across the board was incredible, so much 
so that L’Oréal have now partnered with us to develop 
their talent across the business. We now support across 
all levels, from those at the start of their journey, right 
through to their senior leaders. 

With webinars, keynotes, ‘breakfast and learn’ sessions, 
team effectiveness training and senior leaders coaching,  
we are now not only a formal part of their ongoing 
curriculum for their high potentials, but a trusted partner 
supporting talent across their business.

L’Oréal
Learning & Development Partner

“We’ve been working with Ivy 
House for 2 years and the value 

they are bringing to our leadership 
development programme is immense. 

It’s refreshing to work with a 
company who feel passionately about 

identifying emerging talent, and see 
the value in starting to develop their 

potential at that early stage, rather 
than when they are promoted into a 

senior level role and suddenly have a 
lot to learn, which is often the case.  

 
Whilst we started our journey by 

sending a few delegates on the open 
programme, we’ve now broadened our 

partnership and work with Ivy House 
on graduate development and running 

bespoke in-house courses. We’ve also 
extensively used their exec coaching 

offer. The more people we have talking 
the Ivy House language, the better, 
and with so many people returning 

from programmes and telling me that 
it’s the best course they have ever 

attended, what’s not to love?!”

Vanessa Palmer, Director of People Development, L’Oréal



Spirax-Sarco

The challenge: 

Spirax-Sarco Engineering is one of the world- 
leading providers of steam and thermal energy 
solutions.

Investing heavily in the recruitment of early-in-
career talent, Spirax-Sarco have a huge apprentice 
and graduate population and their graduate 
development programme has gained a reputation 
for being best in class. A key element of this is 
their annual graduate conference, which brings 
together grads from across the world for an 
immersive, high-value development experience. 
Usually delivered face to face, pandemic 
restrictions meant that their existing grad 
conference could not be held in the usual way.

With a more disparate graduate population, due to 
lockdown, the talent team were set the challenge 
of creating an equally inspiring, connected and 
immersive programme, but to do it virtually. A 
key objective was creating an innovative and 
exciting solution that reconnected their graduate 
population, and enabled them to receive the same 
kind of attention, development and investment as 
previous grad populations.

The brief: 

Spirax-Sarco were looking for a partner with 
deep expertise in self-leadership and leadership 
development to help them deliver ‘GradCon’ - a 
global graduate festival, focused on connecting 
their graduates and developing the critical skills 
they needed in a creative and fun way.

The solution:

Working alongside platform developers, HeadBox, 
Ivy House were tasked with designing and delivering 
the ‘GradCon’ programme. Built around the elements 
of fire, water, earth and air, we supported the design 
of the whole 5-day festival, which was delivered in 
partnership with HeadBox. The Ivy House team owned 
the ‘development tent’ at the festival through a series of 
fully interactive and engaging masterclasses, activities 
and workshops.

With the added challenge of delivering a global 
solution, we designed a programme that enabled all the 
grads across the world to connect, and experience the 
full festival, despite operating in different time zones - 
we love a challenge!

The programme had 2 key objectives:
1.	 To develop the critical skills their grads needed as 

they transitioned into BAU and leadership roles.
2.	 To create an immersive and engaging experience 

that was memorable, varied, enabled grads to 
connect with their peers across the globe, have fun, 
feel invested in and created deep-seated change.

The impact:

The programme was a huge success, and whilst the 
pandemic may have stopped Spirax-Sarco bringing 
their graduates together physically, we brought them 
together virtually in a way that delivered everything 
that their graduate conference would in normal 
circumstances, and more. We now have an incredibly 
strong partnership and are working with them to design 
their grad solution for next year.

Graduate Development Festival

“We engaged with Ivy House to 
deliver leadership training as 
part of a 2-week international 
grad conference, bringing our 
graduates together to give them 
an opportunity to connect, learn 
and grow.  
 
In the months leading up to the 
event the Ivy House team joined 
our project team and our planning 
meetings became the highlight 
of the week!  The attention 
to detail, creative ideas and 
enthusiasm from Ivy House was 
exceptional and the delivery the 
same.  Many of our grads, when 
referring to Ivy House sessions, 
used the words “life-changing” 
and “enlightening”, I think that 
probably says it all!
 
It was critical that we gave our 
grads a positive experience - 
one where they left with the 
tools to embark on their careers 
with confidence. We absolutely 
achieved that and are now busy 
planning the next one!”
Caroline Ellis, Early Careers Manager, Spirax-Sarco



“I have learnt so much about 
myself! I’ve learnt that being 
an introvert does not have to 

hold me back. I feel reassured 
that everyone actually has the 
same feelings as me (imposter 
syndrome, nerves, etc.). It’s so 

interactive and the coaches are  
utterly incredible.”

 Faye Daniels, Salesforce Functional Lead, GoCardless

GOCARDLESS
Women in Leadership

The challenge: 

GoCardless are an innovative and rapidly 
growing organisation. Supporting over 70,000 
businesses across the world, they have created 
a global bank debit network to rival debit and 
credit cards. A true fintech innovator, they are 
leading the charge in changing how we live our 
lives every day. 

Recognising that they had a real challenge in 
retaining and developing their female leadership 
talent, they wanted to identify talented 
women from across the business and invest 
in their development, to improve the gender 
representation in their SLT.

The brief: 

GoCardless were looking for a solution that would 
specifically support their women in leadership 
population in a number of ways. They recognised 
that, whilst their talent were incredibly skilled from 
a technical perspective, they lacked some of the 
human skills that were required to set them up 
for success as future leaders within the business, 
particularly the ability to lead and inspire others 
They also saw an opportunity to shift the mindset
within this population – improving aspirations,
confidence and self-belief to push past the
perceived glass ceiling and ultimately shift the
needle on the gender gap that is notoriously
challenging for women in tech leadership roles.

The solution:

After an initial conversation about their goals and 
objectives, GoCardless placed a selection of high 
potentials from their women in tech population 
into the open Master Programme. Their delegates
represented different parts of the business 
and had never worked together before. They 
were keen that they would benefit from coming 
together as a cohort, but also learning alongside 
others from different organisations.

The impact:

Within 12 months of leaving the programme, all 
of the GoCardless delegates had been promoted. 
Furthermore, the once disparate members of the WIL 
population have since formed an alumni group, to 
provide a internal support structure to continue learning 
and developing each other. Internally the programme 
has been recognised as a real success story, with both
the alumni and key internal stakeholders being huge 
advocates of the programme. 

GoCardless are now running a second cohort with 
extended numbers, and are exploring other ways in 
which we can support their business long term.

“I love working with Ivy House, their 
programmes are superior both in terms 

of quality of delivery and impact to
the business.  

Having put a cohort of high-potential 
females through the leadership 

programme, every single individual 
has gone on to assume more senior 

positions with wider scopes of 
responsibility. 

It’s safe to say, we now have some 
incredible female leaders who are 

driving our business forward in their 
own authentic way -  and that is due to 

Ivy House.” 
Eleanor Bird, Head of Talent Development, GoCardless



The challenge: 

For over a century, Selfridges have cultivated 
their brand as one of the most high-end 
department stores in the world. A family-
owned business with a global staff base of 
over 3,200, they have always been passionate 
about exceptional development, and have an 
established set of programmes to support
talent across the organisation. However, with 
an increasing war for talent, they felt their 
emerging talent programme was in need
of a refresh.
 
They wanted something ‘best in class’ and 
‘different’. Something that would draw the best 
talent to their organisation and demonstrate their 
willingness to invest in talent in a radical way. 
Something that would be truly transformational 
for this population. That would fast-track their 
leadership capabilities and develop a tribe of 
committed, future leaders who were passionate 
about driving Selfridges forwards. That’s where we 
came in.

The brief: 

Exclusive, aspirational, challenging and rewarding.
That was the brief. As a premium brand who 
are market leaders, this was about creating an 
exclusive programme that offered their best 
people the best development in the world. A
programme their talent wanted to be part of, 
where places were highly competitive and that 
required them to go through a rigorous application 
process to win a place, recognising them as high-
potential future leaders within the business.

They were looking to partner with market-leading 
experts; who were highly credible and aspirational; 
who knew how to meet the specific demands of 
this audience and were specialists in behavioural

“We have partnered with Ivy 
House for a couple of years now 
and they continue to deliver an 

exceptional service. The team are 
knowledgeable, enthusiastic and 

the feedback from our participants 
has been glowing, with colleagues 

raving about the connections 
they’ve been able to make with 

people from other companies, how 
the programme has helped them to 

learn more about themselves on a 
deeper level and identify the path 

to maximise their personal growth. 

A number of our colleagues who 
have been on previous cohorts 

have gone on to bigger roles and 
the feedback from their managers 

was that they were able to see 
such a marked improvement in 

their leadership qualities. We look 
forward to continuing to partner 

with Ivy House in the future to 
develop our early talent.”  

Vanessa Broe, Group Senior People Manager, Selfridges

Selfridges
Emerging Talent Programme

change. They were keen to find a solution that would 
enable their brightest people to learn alongside 
leading talent from other organisations, sectors and 
backgrounds. Finally, they were passionate about 
working with a partner who reflected their values, and 
could develop their talent in alignment with the values 
and qualities that most mattered to Selfridges. In this 
case they were: 1. Embrace self, embracing diversity 
and difference; 2. Create the extraordinary; 3. Lead with 
purpose. For anyone who’s read anything about Ivy 
House before, it’s fair to say we were a perfect fit, or in 
their words, ‘a real meeting of brands’.

The solution:

Given their requirements, from the outset we knew our 
open Master Programme was going to be a perfect 
solution. This meant their emerging talent had a unique 
opportunity to learn alongside some of the brightest 
talent from across the world; trailblazers with big 
dreams and ambitions, who had been identified as the 
most promising future leaders within their organisation, 
and had to go through a competitive application 
process to win a place.

The 1:1 coaching thread throughout the programme was 
a brilliant opportunity to really challenge and stretch 
their talent on an individual basis – this wasn’t about 
theory, this was about creating real, sustainable change, 
and the 1:1 coaching was critical to this. This was an 
investment in every individual to ensure they were 
developed professionally and personally, so they could 
show up as their best selves and were equipped with 
the skills to drive the business forwards.

Selfridges invested in a sophisticated profiling tool 
and coaching for their participants before they even 
joined the programme, we then included various 
schemes to ensure the programme and learning 
was truly embedded within the organisation. This 

included a virtual launch event delivered by Ivy House 
and Selfridges’ CEO, welcoming and congratulating 
the delegates, highlighting what an accolade it is 
to be selected and stressing just how seriously the 
organisation takes nurturing their brightest talent.

At Ivy House we love a challenge. When Selfridges 
decided to place their delegates on the open 
programme it was delivered as a 100% face-to- 
face programme, but then Covid hit. With the retail 
sector being amongst the most impacted, all stores 
were closed and almost all staff were furloughed, 
including many of those selected for the programme. 
For Selfridges, there was a huge strategic focus on 
fast-tracking their digital capability, and there could 
have been real justification to pull funding and not 
proceed with their talent development plans during the 
pandemic… but they didn’t. They decided their talent 
were more important than ever and continued with the 
investment in them, and we switched to a fully-virtual 
delivery of the programme, enabling us to continue
to support and develop their people during a hugely 
challenging time, and safely.

The impact:

The results from the first cohort were exceptional, with 
a 30% promotion rate within 6 months and an NPS of 
+92. They have now selected a second cohort for 2022 
and Ivy House continues to be a key part of their talent 
development strategy. We’re now looking at further 
embedding solutions, including keynotes, ‘up close 
and personal’ sessions with our founder and previous 
alumni, and the potential to bring together other retail 
alumni face to face to continue the learning and shared 
experience. Ultimately, Selfridges is focused on building 
a network of Ivy House alumni across the business, 
creating a tribe of like-minded, exceptional people 
who continue to grow and develop, long after the 
programme finishes.



NatWest Group
Talent Development Partner
The challenge: 

With over 19 million customers, and a global staff 
base of 60,000, The NatWest Group is the largest 
business and commercial bank in the UK. Following 
a significant restructure, NatWest launched The 
NatWest Talent Academy, a national scheme created 
to identify leading talent across the organisation 
and provide them with a ‘tailored and aspirational’ 
development experience.

Having partnered with Ivy House initially 5 years ago 
by sending just 1 delegate to an open programme, 
NatWest saw first hand the ‘radical impact’ that the 
programme could have. Placing increasing delegate 
numbers on our programmes over the following years, 
and seeing consistently transformational results, 
NatWest were passionate about providing this level 
of transformation to all of their emerging talent - and 
therefore chose Ivy House to be a core element of their 
Talent Academy.

The brief: 

The brief was simple: invest in the individual. Naturally, 
we loved this approach. NatWest wanted a unique 
development programme, unlike anything they’d 
offered before. Something that would be more valued 
than any previous learning opportunities their talent 
had been offered. Something that was aspirational, 
deeply individualised and focused on developing them 
personally and professionally. From a professional 
perspective they were focused on 2 things – developing 
future skills and future leaders; leaders who were 
more curious, collaborative, and who thought beyond 
financial services.

The solution: 

NatWest loved the idea of their talent being 
brought together with top talent from other leading 
organisations, giving them a challenging and immersive 
learning experience that was ‘not NatWest-centric’. It 
was for that reason they decided to place their talent 
on our open programmes. They selected Life Leader 
for their earlier-in-career population and The Master 

Programme for their more experienced talent who were 
already in leadership roles. When applying to The Talent 
Academy, each employee was profiled, meaning we 
were able to determine which talent would be the best 
fit for the programmes. Places were highly competitive – 
with only 10% of the 400 applicants being successful in 
attaining a place.
 
NatWest were also passionate about creating a 
connected network of future leaders across the 
organisation – connecting their people in a way they had 
not done before, bringing together talent from all parts 
of the organisations to build a tribe of people who could 
support each other through, and after, the programme. 

We worked with them to set up ‘action learning groups’ 
through which current delegates were connected with 
other Ivy House alumni, who are able to offer support 
on their learning journey. This has resulted in an 
incredible network of radical learners who will continue 
to grow and support each other through their time at 
NatWest. The learning team also got involved, building 
in additional embedding activities, discussion groups 
and elements to share, stimulate and continue to grow.   
Delegates were offered opportunities to network with 
senior leaders, attend high-profile events, some of the 
alumni even collaborated to create a podcast series 
where they interviewed peers and individuals who 
shared their story in the context of the learning gained 
on the programme, which was aired across their in-
house learning platform.

The impact:

Ivy House continues to provide the most popular 
programmes within The Talent Academy. We have seen 
an incredible level of impact for all of the delegates 
involved, with an average NPS of +96.
 
What started as a one-person pilot has now developed 
into a deep partnership, and we’re incredibly proud 
to support NatWest in a number of areas across their 
business. We have collaborated on improving their 
Diversity and Inclusion solution, running their most 

successful D&I programme to date. We are continuing 
to support their purpose and social mobility agenda 
by connecting them with schools and students in 
some of the most deprived areas of the UK, and 
giving them access to life-changing learning and 
opportunities. It’s fair to say this has been a true 
meeting of hearts, and together we’re making a real 
difference.  

This message sent from a previous NatWest delegate 
says it brilliantly: “I wanted to let you know that I just 
found out that I’ve got the job that I went for! I wanted 
to say a huge thank you to the Ivy House team. I drew 
upon my Ivy House learning during my interview and 
spoke about how much the course has taught me in 
general. It really helped me stand out and to show up 
as my best self! Thank you again.” Hannah, NatWest 
Group.

“I’m very proud to have been part of 
the Ivy House journey since it’s very 

first pilot programme. I have seen 
first hand the significant positive 
impact it’s had on our own talent 
cohorts and on those from other 

organisations who I have had the 
privilege to mentor.

 We are delighted that we have been 
able to extend our partnership with 

Ivy House further supporting their 
Award programme, helping those 

most in need get access to this 
exceptional learning. The impact on 

schools and individuals is clear from 
the feedback we receive. This really 

is life-changing learning”. 
Sam Bowerman, People Director, NatWest Group



Marks & Spencer
Graduate Development
The challenge: 

In 2022 we collaborated with one of our long-standing 
partners, M&S, to help develop their graduate intake. 
M&S have one of the most sought-after graduate 
schemes out there - a legacy programme with an 
impeccable reputation. However, when they realised 
that their long-established graduate scheme was not 
meeting the expectations of Generation Z, and that 
retention of young talent was suffering because of it, 
they decided to take action. 

They needed to review the scheme to ensure it met 
the very specific needs of the graduates entering 
their business now, whilst also protecting the kudos 
and prestige that the M&S brand carries. They wanted 
their graduates to feel that their expectations for M&S 
were being met, and for them to experience the M&S 
brilliance before, during and after the programme. As 
their CEO put it, they needed to ‘protect the magic and 
modernise the rest’.

So, we set about helping them do just that. A 
programme that would give these graduates the human 
skills that would prepare them for challenges that they 
might face; that would give them deep self-knowledge 
at the start of their career journey; and provide 
behavioural learning that would set the tone for the rest 
of their working lives. 

We focused on modernising their graduate 
development offering; learning, testing and creating 
something that truly met the needs of the grads 
entering the workplace now.

The brief: 

Our brief was to design and deliver a cohesive 
programme that enhanced the graduates’ learning 
journey, built in alignment with M&S’s own core skills 
framework and technical expertise. This learning 
would be supported with 1:1 and group coaching and 
mentoring. It would run for the entire span of the two-
year grad scheme, starting in September with each new 
graduate cohort.

The solution: 

Our initial solution included an in-person launch event 
during their induction week, to kick-start the momentum 
and fully integrate the programme as a core part of 
their scheme. The programme then took the shape of 
eight live, virtual workshops delivered over the course of 
the two-year scheme. Alongside this were 1:1 coaching 
sessions and resolution workshops that were designed 
to tie the learning together, giving them tangible, 
actionable tasks to move forward on.

Our insights

Having worked with leading organisations running some 
of the biggest grad schemes in the world, we knew 
that for a programme to really land with this population, 
it had to be designed and delivered differently to 
our other leadership programmes. But running this 
programme, we gained some incredibly valuable insight 
into the very specific needs and challenges of the Gen 
Z grads entering the workplace now – a generation 
who have navigated a melting pot of huge change, and 
whose needs and challenges have been fundamentally 
shifted as a result.

We were able to observe content and exercises that 
have previously landed exceptionally well in populations 
across the board, not quite hitting the mark for this 
new intake. Intellectually we knew what this generation 
valued but, seeing it play out in action, we got to deeply 
understand these values. So, we brought onboard a 
team of generations experts, including Dr Eliza Filby, to 
support us in designing a solution that would really land 
with this population. We feel the insight we’ve gained 
designing and running this programme is too good not 
to share, so here goes...

Throughout the programme, we started to notice that 
there was a disconnect between some of the learning, 
and the context that the delegates were bringing to the 
sessions. With only 83% of grads having had any work 
experience, for most this was their first ever job – which 
meant they had little to no real experience to connect 
the learning with. We know that to create real shifts in 
behaviour, the learning has to be grounded in the real 

“Working with the Ivy House team on our graduate 
development programme has been incredible. They’re absolute 
experts at what they do and have worked with us to shape a 
solution that has been truly transformative for our grads.

As a partner they have been superb. We’ve worked together 
from day one to ensure the interventions land at the right time, 
and they’ve added huge insight and value to our business on 
how we support and develop our grads, beyond the programme. 
The team live and breathe the Ivy House values and are a 
pleasure to work with.”
 
The workshops have had a huge impact on our graduate 
population. It’s helped them understand their own values 
and manage their thoughts and feelings in work and personal 
situations, and step up as future leaders in our business.”
 
Lindsay Rowe, Early Careers Talent Manager, M&S



challenges people have faced. This required a number 
of shifts on our part:

•	 We redesigned the programme to ensure that 
the delegates had two months of real, hands-on 
experience before starting their journey with us.

  
•	 We suggested a solution that was fully integrated 

– that combined experiential classroom training 
with on-demand learning to support them in the 
flow of work, at the moment of need, with the real 
challenges they were facing in the workplace. 

•	 We also ran line manager development sessions, to 
upskill the grad managers on the specific needs of 
this population. 

We’ve since found that for all of our grad solutions, an 
integrated approach closes the gap between context 
and learning, immersing graduates much deeper into 
the content.

With 63% of grads reporting a decline in their wellbeing 
and mental health over the last year, and the wellbeing 
crisis already costing UK companies £28.3 billion, we 
knew that resilience and proactive wellbeing would be 
critical skills for this population. This learning landed 
brilliantly with them, and allowed us to have broader 
conversations around how we create cultures of 
wellbeing and resilience across M&S. We were also able 
to understand the current wellbeing narratives at play, 
and support line managers in optimising these, to start 
shifting the dial on M&S’s organisational resilience.

During masterclasses, we picked up on an underlying 
competitiveness between peers. Used to system of 
meritocracy in education - constantly striving to excel 
above their peers in exams, coursework, applications 
and interviews to get ahead - many viewed working 
life through the same lens. This made them hesitant 
to share personal examples of struggle, or ask for 
feedback, due to the risk of showing any vulnerability. 
Because of this, we found that the 1:1 coaching sessions 
were a resounding success. These sessions provided 
a safe space for them to open up in a way that they 

struggled to during the masterclasses. As such, we 
built in more coaching between each of the workshops, 
creating a safe space for them to be pushed, 
challenged and supported as they went through the 
steep learning curve which is inevitable in any grad 
scheme.

We know that Gen Zers are hugely motivated by 
belonging. They need to feel it amongst their peers 
and in the company as a whole, to inspire loyalty. In 
many organisations this is not being prioritised, which 
means that graduate retention is more likely to suffer. 
Understanding this taught us the importance of running 
graduate programmes in person rather than online. 
At M&S, we had started out with a virtual solution, 
based on our understanding that it had worked well 
everywhere else. But the bottom line is, grads have had 
enough of online learning and we needed to respect 
that. We would now strongly recommend all graduate 
learning programmes include face-to-face elements, in 
order to foster that all too important sense of belonging.

Being open to learning is an essential part of how 
we continuously improve what we do. We’ve taken 
everything we learnt from working in this space, 
as well as from the generational experts that we 
consult with, from the graduates themselves, and 
from insights gained through coaching, to create 
programmes that really work. We’re now proud to 
support some of the biggest grad recruiters with the 
most sought after grad schemes across the world – 
working with organisations such as Lidl, Swiss Re and 
NatWest, to deliver transformative programmes that 
really work for this generation.

Continued...
Marks & Spencer

“At M&S we wanted something that 
felt like ours, but utilised Ivy House’s 
expertise. From the outset we formed a 
great partnership to make that happen. 
The result was a transformational learning 
programme that made delegates feel 
invested in, but also equipped them with a 
set of skills that helped them do better and 
access their fullest potential, well beyond 
the programme.”
 
Anna Villa Pouca, Head of Leadership Development, Marks & Spencer



IOP Publishing
Leadership Development 

The challenge: 

The world of academic publishing is continually 
evolving. New technologies like AI, along with 
growing expectations for openness and research 
integrity, are changing how research is shared 
and made available for all.  

For IOP Publishing (IOPP), a community focused, 
society owned publisher evolve in step with the 
needs of the research community is just part of 
its ongoing commitment.  

At the heart of this ambition is leadership. IOPP has 
long benefited from skilled, committed leaders 
whose expertise has shaped the organisation’s 
success.  The organisation recognises that leaders 
regularly need the space to step back from the 
pace of day-to-day work and explore fresh ways 
to lead in a fastmoving environment. 

This was an opportunity to create more room for 
autonomy, simplify decision making and help 
teams act with even greater confidence and 
clarity. This was about strengthening what already 
works well, ensuring leaders have the shared 
practices and environment that allow these 
strengths to flourish across the organisation.

Why Ivy House:

IOPP wanted a partner who could help embed 
these qualities deeply, not just through theory or 
models, but through transformative experiences 
that shift mindsets and behaviours. Ivy House 
stood out for its reputation for pragmatic, human-
centred development that goes beyond skills 
training to create leaders who think, act, and show 
up differently. 

Discovery process: 

From the start, this was a genuine collaboration. We 
listened, questioned, and challenged, exploring IOPP’s 
strategy, culture and ambitions through a detailed 
discovery process. Over 40 employees took part in 
interviews and focus groups, helping to identify six 
areas that felt particularly important to IOPP.  

These were:  

•	 Self-awareness
•	 Onwnership and accountability
•	 Curiosity
•	 Change agility
•	 Effective teams

This phase set the foundation for a deeply tailored 
experience that reflected IOPP’s unique context and 
ambitions. 

A defining strength of this programme was that the 
same Design and Delivery Consultant formed part 
of the discovery, programme design, and delivery 
phases, creating a ‘golden thread’ of consistency and 
ensuring deep understanding of IOPP’s unique context 
throughout.  

To support alignment across leadership levels, the 
executive team participated in an initial standalone 
masterclass before joining the main cohort for 
subsequent sessions. This approach ensured 
psychological safety while bringing senior leaders 
into the shared learning journey – strengthening trust, 
connection and collaboration between the exec team 
and the senior leadership teams across the organisation.

The solution:

The result was a bespoke leadership development 
journey that blended theory, insight, and behavioural 
practice.

The programme consisted of three masterclasses 
(one face-to-face, two virtual), 1:1 coaching sessions, 
and group coaching sessions, delivered in parallel 
cohorts. The programme also included self-led learning 
modules and tools, including the Ivy House Alt360, 
a self-led feedback tool designed to deepen self-
awareness. 

It was immersive, reflective and human – taking the top 
30 leaders beyond skills training into real behavioural 
change: helping them lead with courage, curiosity and 
accountability in a fast-evolving world.

The impact: 

Delegates described the programme as “transformative” 
and “the best development experience.” 

It added depth to how people led as people found 
themselves engaging in conversations with a touch 
more openness, offering challenge with greater 
confidence, and working across teams with a renewed 
sense of ease and trust. 

The results speak for themselves. Based on the pre and 
post programme surveys run by Ivy House, the data 
showed: 

•	 Ivy House Net Promoter Score (NPS): +78 
•	 Behavioural shifts across all six focus areas, 

including: 
•	 	 +54% increase in self awareness 
	 +56% increase in effective team leadership 
	 +42% increase in communication and feedback 	
	 confidence 
•	 87% reported being more effective collaborators 
•	 91% reported stronger inclusivity and 		

	 relationship building 
•	 78% said they are now practively managing their 	

	 wellbeing

Delegates described the 
programme as “transformative” 

and “the best development 
experience.”

IOP Publishing Stakeholder



Fancy a 
chat?

Want to find out more about how we could support you? Let’s talk.
Tel: +44 (0)1483 428585

Email: hello@ivyhouse.co.uk


