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Soundtrack: Joe Strummer and the Mescaleros, Long Shadow; The Gentle Waves, Renew Restore; Beastie 

Boys & Santigold, Don’t Play No Game That I Can’t Win; King Creosote, For One Night Only. 

Welcome to the report of 
our 2019 leadership retreat. 
 

Every two years we invite 
inspiring people and partners 
to join us for two days in the 
tranquil setting of Ardoch on 
the shores of Loch Lomond.  
 
We share gifts and 
challenges in a relaxed, 
trusting environment. Very 
little content is agreed in 
advance. It emerges from 
the things we share.  
 
This report is structured 
around our main shared 
challenges and learning. 
 
We hope it provides and 
sustains some of the 
inspiration and energy we 
created together. 
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The Wren & Greyhound experience 
 

The vision for these events is to give 
something back to the people and 
sectors we serve. Entirely non-profit, it’s 
our way of creating 'off-the-clock' time 
and space for some of the brightest 
leaders in the UK to learn with, from 
and alongside each other. 
 

Being Wren and Greyhound events, 
they are creative and fun, but 
grounded in reality.  
 

Activities vary but include W&G team 
input, workshops and discussions based 
on the challenges we all share. We 
also encourage non-participation 
when needed as well as walks, swims, 
campfires...  
 

This summer’s theme was Leadership 
for a Lasting Difference. It aimed to 
help participants sustain their 
organisations, their impact and 
themselves in a complex, uncertain 
future. It wasn’t designed as a 
women’s leadership event, but that’s 
what it became. It was all the more 
special for it. Read on to find out why. 
 
 
 
 
 

The Wren and Greyhound team leading 
the event were Graeme and Jenny 
Reekie, Jen Curran, Laura Lebec.  
 
Photos were taken by our guests.  
Illustrations are © John Miers and are used 
under exclusive licence.  
All other content © Wren and Greyhound 
 

info@wrenandgreyhound.co.uk 

www.wrenandgreyhound.co.uk 

www.thelastingdifference.com 

@WrenGreyhound 

01506 23 95 95 

Our guests 

Virginia Anderson, Head of Fundraising and Communications, Bobath 

Emma Donnelly, Programme Officer, Coalition of Care & Support Providers Scotland 

Jane-Claire Judson, CEO, Chest Heart and Stroke Scotland 

Cathy Magee, Chief Executive, Dyslexia Scotland 

Grace Martin, Director Scotland, Sustrans 

Allison Mathews, Head of Knowledge and Learning, The National Lottery Community Fund  

Amelia Morgan, CEO, Venture Trust 

Donna Murray-Trail, Coordinator, The Care and Wellbeing Cooperative 

Fiona Sandford, Chief Executive Officer, Visionary  

Cathy Shimmin, Business Development Manager (North), Directory for Social Change 

Frances Simpson, Chief Executive, Support in Mind Scotland 

Kate Wallace, Chief Executive, Victim Support Scotland 
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What is leadership? 

‘I feel a bit of an imposter’, someone said during the 

weekend.  

 

‘This event is for leaders, and that’s not how I think of 

myself.  I even asked my colleagues what it is that I do, 

and here’s what they said’: 

• Co-ordinate 

• Develop 

• Support 

• Nurture 

• Lobby 

• Create 

• Adapt 

• Research 

• Collaborate 

• Trust 

• Influence 

• Steer 

‘They didn’t mention leadership once!’.  

 

The group was quiet for a moment, everyone thinking 

the same thing, until someone said it. ‘They mentioned 

leadership 12 times!’. 

Before we start... 

Wish you where here? 

Probably not. But that’s because you can’t hear the laughter! 

 

One of our guest’s colleagues noticed that the event took 

place on the summer solstice in rural Scotland.  All very Wicker 

Man apparently - bizarre rituals would surely be taking place.  

 

Of course, it was nothing like that at all... 
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Diversifying income through corporate partnerships  
Guest input: Frances Simpson,  

Chief Executive, Support in Mind Scotland 

With grants and public sector contracts in decline, more 

charities are aiming to develop their capacity to generate 

unrestricted income from previously underused sources like 

philanthropists and corporate partnerships. But many don’t 

know where to begin, or what corporates will expect in return.  

 

Frances told a story of organisational transformation. Having 

faced sustainability challenges in the past, her organisation 

adopted a new strategy. The organisation reconnected with its 

core purpose, finding strength in its past, its user-led ethos and its 

unique specialisms. The organisation also took a fresh approach 

to involvement, improvement and income generation that have 

turned the  organisation’s fortunes around over the last three 

years. 

 

 

Partnership  

To stand out, we need to work with 

partners. We need to know what they’re 

doing—and we want them to know what 

we’re doing. But we shouldn’t let other 

organisations hold us back. Just get on 

with what we’re doing. 
 

Corporates don’t support charities, their 

staff do. Relationships are with people, so 

we needn’t be afraid to approach 

businesses we’d like to partner.  

 

 

People 

Recruiting from beyond the voluntary 

sector can bring fresh insights and 

questions, shaking things up positively.  
 

Shift the focus from organisational survival 

to bringing out team members’ skills and 

employing them to the best of their 

abilities. 

 

 

 

 

Pounds and pence  

Don’t create an income generation 

strategy until you’ve engaged with your 

core values, purpose and messages.  
 

Once the strategy has been created 

from these, it can be written if necessary, 

but the document is less important than 

the content, meaning and decisions it 

represents. 
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At the end of the rainbow?   

Sector leaders, freelancers and free thinkers. 

Cast  a long shadow 

...and others won’t find their own way. 
Illustration © John Miers under exclusive licence to Wren and Greyhound 
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This workshop took its name from female leaders having 

nowhere to pin lapel microphones when giving keynote 

speeches. The book ‘Invisible Women’ by Caroline Criado 

Perez exposes many similar biases in a world designed for 

men. Women are less safe in cars that are designed for men. 

Drugs are tested on men for diagnoses defined by male 

symptoms. The workplace is filled with examples too, from the 

size and shape of desks and equipment, to the hidden 

impact of having periods.  
 

There were numerous everyday examples from the group of 

how attitudes to gender had affected their role, including: 
 

• Being given the ‘opportunity’ to reduce working hours 

after getting married. 

• Having decision-making questioned, often with micro-

aggression – ‘Have you really thought this through?’  

• Male colleagues or trustees thinking female leaders were 

at an event to provide catering. 

• Female CEOs being expected to minute board 

meetings. 

• Being spoken over or ignored. 
 

This is not straightforward to address. Women are not brought 

up to question these things and imposter syndrome is  

widespread. Managing everyday sexism is energy-sapping.   
 

Work and leadership opportunities should be inclusive for 

everyone. We need men and women to be involved in 

conversations and action to address the physical and cultural 

manifestations of ‘invisible women’ at work.  

 

 

Equality and diversity training can be a start, but organisations 

lack ‘cultural awareness’ of women and must learn look at 

themselves through the lens of gender. 
 

Ideas to get us started 

• Involve women of all ages and career stages in reviewing 

and developing policies, including volunteers.   

• Ensure there is space for men to be part of the change. 

• Create and contribute to emerging practice. What are 

other organisations doing? For example, Scottish Parliament 

held an awareness session on menstruation and the 

menopause. Any organisation can create an environment 

where the effects of menstruation, menopause, maternity 

and post-natal issues can be discussed and understood, 

not hidden (‘I’ll sit at my desk and blow my nose, but I’ll 

hide a tampon up my sleeve on the way to the toilet’).  

• Permit time off each month in the same way that it is 

permitted for physical and mental health issues, caring 

responsibilities etc.  

• Support flexible working e.g. 4 day weeks, flexible hours, 

using technology better. 

• Run awareness-raising training and campaigns.  

 

Further information, support and ideas are available from 

https://www.engender.org.uk  

How do we create a world that fits female leaders?  

There can be no sustainable leadership in the sector unless 

female and feminist issues are explicitly addressed. 

Just hook it to the bra! 

https://www.engender.org.uk
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Learning from role models without feeling the need to 

emulate them. 

 

Being yourself, the value of what you bring. 
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Knowing when to stop the bus 

Coach trips and excursions 

Continuous Professional Development 

helps to maintain the spark. It’s also 

important to have opportunities to get 

our kicks outside of work. Diversifying our 

interests makes us more effective at work 

and makes life more interesting all round. 

Nobel-winning scientists are more likely to 

have a significant outside interest than 

their peers.  

 

Standing room only 

Individual capacity matters. It’s not okay 

for our organisations to overpromise on 

the resources available to leaders. 

According to the Chartered 

Management Institute, most managers 

work an additional three months a year 

unpaid.  

 

Putting up with this only masks the 

problem. It perpetuates an unrealistic 

understanding of the resources needed 

to lead an organisation well. Under-

resourced leaders are propping up 

organisations across the third sector.  
 

 

There are things we do that can alleviate 

or exacerbate the problem. We can 

manage our working patterns to become 

just as productive while doing fewer 

hours. We can avoid spreading the 

busyness virus to our teams with late night 

emails, long working hours etc.  

Out of service 

Our organisations might be doing well, but 

at what cost? How long can our extra 

effort be sustained before we break 

down?  

Of course, it’s who we are. Having 

followed our hearts, we work in the 

voluntary sector. But it’s often at too high 

a cost and we lose heart - or we lose our 

way. 

 

It’s okay to push the ‘stop’ button.  

 

 

(Continues over) 

How do leaders maintain momentum? How do we keep moving ourselves and our 

organisations forward?  

As well as managing our organisations, we have to manage our own focus – and plan 

our next steps. We might be aspiring; we might be surviving, but are we thriving? 

• Finding the energy to lead and knowing when to move on.  

• Looking beyond the job. 

• Finding the balance between supporting staff—and helping them off the bus. 

The challenge 
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Out of service (continued) 

It doesn’t make sense to continually strive 

for bigger and better successes. There are 

times when we must give ourselves 

permission to coast to save our energy for 

the next big effort.  

This is far from easy. The bigger the role 

becomes, the more we feel (and are) 

responsible. Which is exactly why we need 

to look after ourselves.  
 

Fuel for change 

We don’t have to wait for a crisis before 

we stop. Our emotional connection to our 

work will burn us out. It’s possible to have 

emotionally and intellectually demanding 

jobs without working ourselves into the 

ground. But we need to be the ones to 

change. Our organisations and teams will 

always have needs, no matter how 

successfully we build their capacity. 

Leadership is an isolating position. Looking 

after senior and chief executives is a 

critical governance responsibility. Boards 

must be proactive. CEOs won’t usually feel 

it’s appropriate to show vulnerabilities to a 

board, they want to share the good stuff, 

not the hard stuff. Boards taking an 

interest in a CEO’s care and self-care 

should be the norm.  

Meantime, we can find the people we 

can trust. Ardoch was an example of 

making lifelong connections with 

supportive peers.  
 

End of the road  

Whatever we do or achieve, there comes 

a time when we realise it’s time to move 

on. We might have taken our 

organisations as far as we can, or we 

might not be the right person to take it on 

the next stage of its journey.   
 

When this happens, we can plan and 

manage our exits, using succession 

planning to build the knowledge and 

capacity of the teams, systems and 

people around us. 

Knowing when to stop the bus  

 

‘I need work not 

to own my soul’  
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The  

greedy  

puppy 

The person or issue that you 

reward with a disproportionate 

amount of your time and 

attention. 

Illustration © John Miers under exclusive 

licence to Wren and Greyhound 

...or the indulgent owner? 
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Playing the long game 

Adaptive versus technical problems 

Apparently, managers don’t have all the 

answers. Some have even been known 

to make mistakes.  It helps to be clear 

about the kind of challenge we are 

facing. People often assume that 

problems are technical – easily defined 

and with right answers just waiting to be 

found. We (and our colleagues) might be 

less comfortable with an adaptive 

approach and the idea that not having 

the answers is sometimes the right thing.  

 Video link:  

Ronald Heifetz on 

adaptive leadership, 

uncertainty and 

leading with/out 

authority 

 

https://youtu.be/QfLLDvn0pI8 

In these circumstances, it helps to share 

ownership of the organisation’s strategy: 

making it visible, accessible, and 

relevant. We also need to invest time 

communicating, especially when we are 

time poor. Examples from our group 

included:  

• Monthly CEO video broadcasts 

• Holding ‘Ask Me Anything’ sessions 

(1:1 or with groups of staff) 

• Displaying a live video feed, creating 

a ‘window’ to link offices in different 

parts of the country 

• Setting a target that within 48 hours of 

key meetings, people will know what 

was discussed and decided. 

 

 

Setting the pace 

Managing the pace of change is 

challenging. Because everyone works at 

the pace they’re comfortable with, 

people in teams will always work at 

different paces. This creates problems of 

coordination, resentment and buy-in. For 

instance if an initiative is successful despite 

some people’s resistance, it can actually 

confirm their view that things are fine and 

there’s no need to change. 

Managing a team is like a mixed ability 

ride: managing the faster people (who 

might get frustrated with the slow pace of 

change) and the ‘beginners’ or slower 

paced people.  

 

(Continued below) 

We want to relate, care, look after people. We want everyone to 

get along and agree! At the same time, we need to be aware of 

the ‘greedy puppy’ – the person or issue in the team that takes 

too much of our time and attention. This is a tricky balance 

when work is frenetic and intense.  

• How do leaders keep their gaze on the long-range horizon?  

• Can they set their organisations’ pace?  

• Can they hold their organisations’ uncertainty?  

• How do we manage this without getting burnt out? 

The challenge 

https://youtu.be/QfLLDvn0pI8
https://youtu.be/QfLLDvn0pI8
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Playing the long game (continued) 

Setting the pace (continued) 

The leader might need to be less of the 

front runner and more of the 

‘domestique’, the team member who 

looks after all the other team members.  

Or they might be the back up crew, ready 

to provide support when things break 

down. Leading requires being behind and 

out in front at the same time.  

(See below) 

 

Cadence  

Leadership can be a fast track to burnout. 

When we are busy, having the space to 

think is usually the first thing to go. But we 

can create space to go and talk to 

people, to give ourselves time digest and 

learn, read, keep up to date.  

The alternative, which might be worse, is 

coasting. As leaders we might give other 

people the fun, interesting tasks, leaving 

ourselves with the mundane or the things 

we find easy.  

 

 

 

 

 

 

 

 

 

 

 

 

Coaching 

Having a coach can help. Find someone 

with a no-nonsense approach, who will tell 

it like it is, someone to be accountable to 

– and who will make you hold yourself to 

account. 

 

Leading the way 

Delegate more by setting expectations 

with your team about how they can take 

on more duties or responsibilities. This might 

mean creating more senior roles, or, in 

smaller organisations, creating 

opportunities for job enrichment: a wider 

range of duties that increase job 

satisfaction. Either way, support people 

until they find their feet. Encourage them 

to say what it is they need to manage 

their role or responsibilities. Take different 

strategies for different people, 

remembering some people will step up 

more readily while others will need more 

help before the investment in them pays 

off.  

 

(continued below) 

Pacemaker, 

focal point, 

figurehead? 

Domestique? 

Support team? 
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Playing the long game (continued) 

Eyes on the road ahead 

Managers are looking through a camera 

lens: getting the far horizon in focus, then 

refocusing on the short term.  

It’s balancing what we’re doing now with 

what we might need to do in future. Who 

will your organisation be serving in future? 

How much can current levels of need and 

demand tell you about what’s needed in 

future?  

This means we’re in a different space to 

where colleagues are. Sometimes we’ll 

have worked through future scenarios 

before others are even aware of them, so 

we’ll need to bring people with us. It’s like 

when you go to a gig and the band want 

to play their new material but all you want 

is the familiar stuff you can sing along with. 

As leaders, we’ve chosen not to be 

comfortable, to be unafraid of uncertainty 

because these are the things that go with 

doing something different.  

Sustainability 

Is it possible to create a space to talk 

about and get energised about the future 

without everyone thinking we’re going to 

hell in a handcart?!  

 

It helps to reduce anxiety if people know 

that the spirit, heart or kernel of the 

organisation’s mission will be sustained. 

This makes room for what needs to be 

refurbished or renewed, and removes 

concerns about it being fixed out of 

existence. 

Values and purpose tend to stand the test 

of time and can provide an anchor in 

times of change. But the behaviours that 

follow are just as important. As standards 

that people have to live up to, values 

define the type of person and behaviour 

the organisation welcomes – and those 

that it doesn’t.    

 

Sustainability: Making room for 

renewal without fixing the 

good things out of existence. 
Illustration © John Miers under exclusive 

licence to Wren and Greyhound 
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At the end of the rainbow?   

Sector leaders, freelancers and free thinkers. 

When there are lots of moving parts, it’s easy to 

convince yourself you’ve achieved something.  

When really you’ve just been busy spinning plates. 

Illustration © John Miers under exclusive licence to Wren and Greyhound 
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Protect or project? 

How do we put energy into ourselves in order to 

put it into those around us?   
 

Focusing out there, looking at the longer term, do 

we have the energy or will we fall short?  
 

What happens when we exhaust our capacity to 

invest more of ourselves in our organisations?  
 

As leaders, our personal brand is invested too, we 

can’t project a false image.  

 

 

 

 

 

 

 

 

 

 

 

 

(Continued below) 

The challenge 

Illustration © John Miers under exclusive 

licence to Wren and Greyhound 
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Protect or project? 

Being the public face of the organisation 

and its values and issues can be 

problematic. Sometimes we have to 

protect the organisation, holding different 

stakeholders at bay. Sometimes we have 

to protect different parts of the 

organisation from each other. 
 

We need to be intentional and mindful, 

taking care not to overload people but 

using uncertainty to create a sense of 

opportunity and an appetite for change. 

Giving people enough responsibility can 

keep them focused and generate 

learning, ideally with some quick wins. 

They’ll be stronger for the experience, and 

better prepared for the next thing.  
 

Being authentic doesn’t mean being all 

things to all people, it’s respecting what 

people need of us and the responsibilities 

and roles we have. There’s strength in 

filtering information, it can be liberating, 

being able to present different pictures to 

different people. But putting a face on is 

detrimental to us. It causes exhaustion.  

 

Tips we shared for getting on the front foot 

and getting control back: 

• Sharing Outlook diaries so people can 

see your busyness.  

• Seeing people in your time. The door 

can’t always be open, particularly in 

open plan offices. 

• Break the micromanagement cycle. 

If people are having conversations 

with you when they should be talking 

to each other, tell them so. And if you 

suggest the solution this time, expect 

people to return time and again, less 

empowered each time.  

• Track and provide answers to the 

‘Frequently Asked Questions’ you 

receive. 

• Listen to your body, it’s telling you 

something. 

 

 

 

 

 

 

 

 

 

Like it or not, leaders are role models. 

Their ’front of house’ behaviours are seen 

and people look to them for cues.  
 

 

 

 

 

 

 

 

How well do you reflect 

the organisation, culture 

and values you want to 

see?  

 

How often are you the 

role model who radiates 

stress, exhaustion and lack 

of self-care? 

 

“We need to be able to say no 

– as organisations and for 

ourselves.  We have a 

responsibility not to just keep 

sucking it up.” 
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At the end of the rainbow?   

Sector leaders, freelancers and free thinkers. 

...a fast track to burnout 

Management... 

Illustration © John Miers under exclusive licence to Wren and Greyhound 
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Renew and restore 

Time and space… 

There used to be times in the year where 

we got breathing space – but at the 

moment, securing additional funding 

means there is no longer any downtime – 

or thinking time.  
 

The busyness is constant – but don’t 

confuse motion with moving forward! 

We can give ourselves permission to take 

time to do our work.   
 

We can give priority in our diaries to 

reflection and planning.  
 

We can allow time to celebrate our 

achievements and success.  
 

Rather than jumping on to the next thing 

that needs to be done, we can choose 

to be present. 

 

Connecting with others 

Connecting with the people our 

organisations support reminds us about 

what’s important and why we do this 

work, something we sometimes forget 

amidst all the complexity, challenges 

and paperwork. 
 

We can also create spaces and arenas 

where we can share our courage and 

vulnerability, the human story - of the 

reality of leading. Where we can share 

openly without conforming to 

expectations and having our professional 

face on.  
 

Ardoch gave us energy and renewal 

through having time and space - and 

from meeting new people, hearing new 

experiences. Being with peers lets us see 

different styles of working and challenges 

ourselves to reflect, e.g. on our own 

leadership style and decisions.   
 

We can also create opportunities for 

lateral leadership to flourish in our 

organisations. Leading without positional 

authority is at least as important as 

traditional leadership, maybe more so. 

 

(Continued below) 

Where does the restorative energy come from to maintain a lifecycle of action? How do we get the energy to energise others? 

Balancing our organisations’ energy and our own. 

The challenge 

Busyness is not the same as forward motion! 

 

“I’m not giving myself time 

and space – and my team 

are noticing.” 
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Renew and restore (continued) 

Working at our best, remembering the value 

we bring 

When faced with what can seem 

overwhelming challenges, we sometimes 

wonder what difference we can really 

make. But we can be like cogs, small but 

important parts in a fine watch that start 

the motion and sustain the momentum. 
 

We don’t need to know everything. We 

can find our niche, where we can bring 

our skills, knowledge, expertise and 

values. Our value is what we can bring 

that other experts can’t. 
 

We often set out with a career goal or 

plan, feeling we have to have things 

solved by a certain age or time in our 

lives.   

 

 

But sometimes the path ahead isn’t clear 

– and that’s okay. We can become 

comfortable with the ebb and flow.  If 

our plans are too concrete, it can close 

us off to other opportunities. It’s best to 

set a goal or intention but allow flexibility. 

 

Self-care…the key to sustainable 

leadership? 

Family and colleagues tell us they 

wouldn’t want to do our jobs, with all the 

responsibilities and challenges. They tell 

us we live and breathe our work, we’re 

always switched on. This might make us 

feel heroic for a time, but in the long run 

it leads to exhaustion.  
 

Who would choose this life for 

themselves? It won’t encourage new 

leaders to join the sector or young 

leaders to emerge. We already know 

and can probably create the conditions 

for us to do our best work. But first we 

must break the cycle and rules we 

create for ourselves. The big challenge 

for progressive leadership is to allow 

flexibility and encourage self-care. 
 

Could we start thinking about self-care as 

an essential part of our jobs – rather than 

a ‘perk’? It’s dishonest to tell the people 

we support to look after themselves, if we 

don’t follow our own advice.  
 

Self-care is critical. We can’t do our best 

work if we don’t feel well. Feeling guilty 

for looking after ourselves depletes our 

energy. Looking after ourselves feels 

good, if we let it. 

 

“I don’t even know what normal looks like for me – I don’t 

know how productive I am.  I want my time spent to be 

effective. It’s so frustrating when it doesn’t feel like progress 

is being made.  I’m spending too much time thinking about 

things I don’t really need to think about.”  

 

“Less time at work makes me 

more productive!” 
 

“I can’t keep doing this, 

working at this pace. It’s like a 

sprint – but all the time.”  
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At the end of the rainbow?   

Sector leaders, freelancers and free thinkers. 

...and where does the organisation begin?  

Where do I stop? 

Illustration © John Miers under exclusive licence to Wren and Greyhound 
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Sparks, new 

opportunities, 

cathartic 

Inspired, in awe 

of the flow and 

energy, set by 

us 

Inspired, free, 

open 

learning 

Privilege to 

be around 

everyone 

involved 

Before coming, pressures were 

like Jenga blocks on top of each 

other. It’s a different outcome 

now I have chatted through it. 

It will change my 

behaviour - I want to 

honour this experience 

when I go back to work 

Personally 

and 

professionally 

restorative 

Thought 

provoking and 

inspiring 

 

Generous 

and 

caring 

Creative, 

self-

directed 

Helped me to 

see possibilities 

not limits Natural, 

wholesome 

Awe and 

gratitude 

 

Tired but 

invigorated! 

 

Empowered 

and excited 

Structure 

without being 

structured - 

allowed a 

natural flow 

What did you 

think of  the  

experience?  

(final day feedback) 
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Appreciation 
 

Thank you very much for the 

invite and opportunity to 

participate in this weekend. I 

really enjoyed it and thought 

this was run brilliantly at just 

the right pace with flexibility. 

The place and experience are 

really very special and a 

privilege to be part of. I left 

feeling positive and uplifted.  
 

I’m just about coming down 

from the Ardoch magic and 

slightly jealous of last week’s 

myself for still being there! 
 

Thanks so, so much to you and 

all the team for such an 

incredible time at Ardoch. I feel 

incredibly honoured to have 

been invited and amazingly 

lucky to have been able to 

stay in that beautiful room and 

balcony….it was just so 

inspiring. 
 

Thank you - I feel privileged to 

have spent the weekend with 

such a fab group!  
 

Thank you again to you and 

the lovely W&G team.  Very 

powerful experience and 

wonderful setting.  
 

 

 

 

I’m still 

processing 

the discussions and 

learning from the weekend 

and suspect I will be for quite a 

while yet. I think it’s testament 

to the magic that you all 

created that Luke had to 

chuck us all off the premises on 

Saturday, rather than us all 

heading straight home to start 

our weekends! 
 

Thank you again, Graeme (and 

the equally amazing team) – it 

was AMAZING! Trying hard to 

hold all that good stuff for the 

coming week/month/year/life. 
 

What an absolute joy and 

privilege the retreat was for me 

and the amazing women I met. 

I can’t thank you enough. 

 

 

 

 

Wow 

what a 

weekend! It 

has left me with 

incredible memories and 

insights to hold close and bring 

to my work for years to come. 

Incredible team, thanks again. 
 

I’ve still got a lot to digest but I 

can’t thank you both enough 

for the not ‘weekend’. It’s 

exactly what I needed to shift 

my brain into a slightly different 

place again. Thanks again for 

a well organised, challenging 

but peaceful couple of days. It 

really is very much 

appreciated, 
 

I just want to say simply: Ardoch 

experience and the Wren and 

Greyhound approach – 

special...I am actually still on 

clouds. 

 

There are not enough 

superlatives to describe the 

impact for me. I had a very 

special few days at Ardoch...  I 

am not sure what happened in 

the end, the magic we 

mentioned was really just that – 

an indefinable coming 

together of like minds and 

shared values. 
 

A total bargain for such an 

amazing experience.  
 

 

A very special and heartfelt 

thank you to you all for such an 

amazing experience at 

Ardoch. You created a 

magical environment and 

atmosphere within which we all 

felt supported and challenged. 

I’m still digesting it all and am 

sure the longer-term effects will 

stay with me and filter through 

over a period of time. Many 

thanks for your care and 

commitment to making it so 

memorable and meaningful. 

 

 

 

 

 - Thank you! - 
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Laughter is the best medicine.  

 ‘And rum,’ someone piped up. 
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Books and resources people 

recommended during the weekend.  

 

The Practice of Adaptive 

Leadership: tools and tactics for 

changing your organization and the 

world, Ronald Heifetz 

 

Someone I used to know: Wendy 

Mitchell  

 

Invisible Women: data bias in a 

world designed for men, Caroline 

Criado Pérez  

 

Wild: from lost to found on the 

pacific crest trail by Cheryl Strayed 

Reading and resources The Lasting Difference® symbol 

During the event we launched the Lasting 

Difference symbol and awarded it to five 

charities in recognition of their 

commitment to organisational 

sustainability.  
 

Sustainability is the number one concern 

for non-profit organisations and those who 

fund, support and benefit from them. With 

the current climate of reducing resources 

alongside increasing demand for services, 

the challenges are recognised by 

everyone in the sector.  
 

To help organisations explore, plan and 

take action on sustainability The Lasting 

Difference toolkit was launched in 2016. 

There are now over 6000 copies in use all 

around the world. This is an issue that is not 

going away any time soon. We and our 

partners in the sector are keen to address 

it before it is too late. 

 

Bobath Scotland, Chest, Heart & Stroke 

Scotland, Dyslexia Scotland, Support in 

Mind Scotland and Victim Support 

Scotland have all used ideas and 

resources from the toolkit in creative and 

exciting ways to support their sustainability 

and impact.  

 

They are the first five organisations to be 

awarded The Lasting Difference® symbol.    
 

These organisations will join a new 

community of practice, with facilitated 

peer support and an annual networking 

event to support sustainability practice.  
 

Continuing the conversations, 

collaborating and innovating will be key 

to responding to the immediate and 

future challenges the sector faces.  

 

 

 

 

 

 

 

 

 

Join us  

Visit TheLastingDifference.com, where you 

can download the free toolkit, find out 

about the symbol and access resources 

that help you to make a lasting 

difference. 

https://www.goodreads.com/author/show/18289285.Caroline_Criado_P_rez
https://www.goodreads.com/author/show/18289285.Caroline_Criado_P_rez
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‘Leadership could be the most radical thing in the world.’ 
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Wren and Greyhound are a creative organisational consultancy, 

making a lasting difference by: 

Creating it: Facilitation and development  

Calm, engaging facilitation of group processes and leadership development. 
 

Planning it: Strategy and planning 
Creative thinking for managers, teams and boards. 
 

Measuring it: Impact measurement 
Blissfully jargon-free evaluation support and strategic reviews. 
 

Sustaining it: Expert consultancy 

Focused business development strategies. 
 
www.wrenandgreyhound.co.uk  
info@wrenandgreyhound.co.uk 

01506 23 95 95 

http://www.wrenandgreyhound.co.uk
mailto:info@wrenandgreyhound.co.uk

