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Value Maker – Guide to achieving a high business valuation

Guide to incentivising your 
team and winning investment
The five steps to success

Delivering Possibilities
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Value Maker – Guide to incentivising your team and winning investment

Alongside the ValueMaker team’s advice, the guide includes insight from business 
specialists and companies who have successfully won investment and achieved their 
financial and business goals. In the following pages we will examine:

1. Why shareholder agreements should be viewed as a key motivational tool

2. The reason your shareholder agreement should not be set in stone 

3. Why holding onto your equity often means you will have less, not more

4. How to identify the right people to share equity with and inspire them 
to help you grow faster

5. Why getting your whole team educated about the role of finance is key 
to a positive company mind-set

Great business ideas and great products are the 
foundations of success. But to take your business 
from brilliant concept to a premium organisation 
that will have investors queuing up to get 
involved requires progressive leadership.

Motivating and incentivising your 
colleagues, partners and employees 
is critical. Having a vision for your 
organisation is meaningless unless 
you are able to build and manage 
a team that can take you to that goal. 

Motivating a team isn’t just about big pay 
packets, team building days and social 
events, it’s just as much about what is 
found in what many people think are 
the dry, complex, legal agreements that 
underpin a business. 

From ensuring shareholder agreements 
are right from day one to understanding 
that giving away more of your equity 
can help you grow faster and make more, 
opportunities to motivate and inspire 
are all around for the innovative leader. 
 
In this guide the ValueMaker team, 
drawing on its extensive experience 
in helping companies grow for exit or 
investment, reveals how incentivising 
your team should be at the core of all 
your business decisions.



STEP ONE
Why shareholder 
agreements should 
be viewed as a key 
motivational tool.

Shareholder agreements – a 
binding contract between a 
company’s shareholders which 
defines shareholders’ rights, 
privileges, protections and 
obligations – are perhaps the 
single most fundamental aspect 
of a business a founder needs 
to get right.

Yet, many otherwise healthy businesses 
have suffered down the line – or in 
extreme cases fallen apart – because the 
original shareholder agreement wasn’t 
put together right on day one.
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Too often organisations fail to pay due attention 
to the finer points when they start out and don’t 
recognise potentially fatal problems until it’s too late. 

“You have to be clear on the motivations, ideas 
and vision for your company,” says Zoë Tibell of 
ValueMaker. “Your agreement shouldn’t be thought 
of as a standalone document to tick off from an 
admin or legal checklist. Rather, it should reflect 
the operations of your business. If you get the 
people right, the structure right, the mission right 
and all the finer details in your processes right, 
then your shareholder agreement should almost 
fall into place as it will be a summary of what your 
company is and what the people in it do.”
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A strong shareholder agreement clarifies the 
motivations, ideas, visions and expectations 
that drive an organisation. 

Channel the emotion for good

Shareholder agreements are an emotive issue. 
People see it as reflecting their worth to a 
venture as well as a percentage of what they 
hope to reap in one day in profit. As a result it 
can be a very thorny issue and fraught with 
danger. Because of this is can lead to conflict 
and division at the exact time a company should 
be thinking and acting positively. 

“Among friends setting up a business getting 
legal advice on this topic can seem a very 
negative thing to do,” says Richard Hunt of 
Squire Patton Boggs. “But it’s important to 
encourage people to understand why you are 
doing this. Take the pain at the start of the 
process, not years later when it can be a lot 
uglier. The only people that win then are 
the lawyers.”

Get the legal experts in now, not when it’s too late

Many young companies often find it hard to find 
the funds to bring in legal experts at the start of 
an organisation’s life, preferring to either make 
informal agreements with The friends they 
launch the business with or to use ‘cookie cutter’ 
shareholder templates they’ve found online. Both 
these approaches can be incredibly damaging.

Zoë Tibell says: “If you are clear on your company’s 
ambition, you can make provisions for people 
wanting to leave or change role or for bringing 
people in. You have to face up to these conversations 
early. You can’t simply go to a lawyer to get them to 
write up your agreement, you have to know 
what you want your agreement to lead to and how 
it will help you reach your goals. Then the lawyer 
can shape the legal language to reflect that. 
It can’t be the other way around.”

While founders and entrepreneurs are constantly 
told to stay positive at all times, when it comes 
to shareholder agreements it is essential worst 
case scenarios are considered. By taking this into 
account you are far less likely to ever actually 
experience the outcome you fear most. But if you 
do, you will have the mechanism in place to 
minimise damage and help you keep moving forward.

We frequently see off the 
shelf agreements used as 
a template. To motivate 
people it must take into 
account the roles, skills 
and contributions of the 
people in your business, 
not someone else’s.”
Zoë Tibell | ValueMaker

SHAREHOLDER AGREEMENT CHECKLIST:

• Always get legal advice: it may seem an 
unaffordable luxury in the early days but long term 
fallout if things go wrong could dwarf set up fees.

• Always plan for worst case scenario: it may 
seem impossible you and your co-founders 
will ever fall out, but you can’t take that risk.

• Build a shareholder agreement that reflects the 
operations and values of YOUR company: using a 
template shareholder agreement is never a good 
decision – make it unique.

• Make strategy a part of your agreement – reflect 
your company ambitions in the agreement by 
making everyone’s role, responsibilities and 
expectations crystal clear.



STEP TWO
Why shareholder agreements 
should not be set in stone.
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Even if your company 
had the foresight to put 
in place a progressive 
and comprehensive 
agreement from the 
off, it doesn’t mean it 
should be left gathering 
dust until the day you 
speak with investors.

It’s good practice to regularly return to the 
agreement to see if it is still relevant or 
appropriate to the current situation your 
company is in. As you reframe working 
processes or adjust your company mission, 
so should your agreement change.

“A strong agreement can be viewed as a 
company charter,” says Ian Beswetherick of 
ValueMaker. “It’s not just a legal document, 
but the fabric at the heart of all behaviours, 
roles and responsibilities. It should give 
absolute clarity for the expectations of 
directors and shareholders.” 

Flexibility is everything. If you fear that 
your original shareholder agreement isn’t 
meeting the standard it should be then you 
should look to revise it as soon as possible. 
An organisation should never hesitate in 
these matters.



Keep returning to the source

If you are having trouble with your team being motivated and 
can’t place a finger on what the issue may be, it is always worth 
returning to the agreement to see if anything can be amended 
to help matters. Perhaps someone’s current role is far more 
demanding than initially laid out in the agreement and they lack 
motivation. Perhaps one partner isn’t pulling their weight and 
others feel resentful. 

“Situations constantly change in a business and it’s wise 
to ensure your shareholder agreement is always tailored 
to incentivise rather than sap moral,” says Ian. “A new hire 
who plays a key strategic role mustn’t be undervalued due to 
inflexibilities in the shareholder agreement. It’s important to be 
able to make allowances for new participants as your company 
grows and evolves.

“The shareholder agreement is like a company mission. And like 
a company mission it needs to reflect the here and now, not what 
was. It’s like a blueprint to help get you to the future you want.”

A reflection of who you are and what you want to be

And getting this right isn’t just important internally, it’s crucial 
for those looking into your company from the outside such 
as investors. 

“Investors will take a strong interest in your agreement,” says 
Ian. “Even if all other aspects of your company are strong, if your 
shareholder agreement looks unprofessional or cobbled together 
between friends many years ago on a napkin it is going to have a 
negative impact on the valuation of your organisation during the 
due diligence process.”

A sound, professional agreement will not only inspire your team, 
but also help those looking to get on board with you understand 
who you are.
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SHAREHOLDER AGREEMENT BEST PRACTICE CHECKLIST:

• Regularly review your shareholder agreement: whether it’s once 
a year or every time your company makes a key hire, you should 
return to your agreement and check it still reflects the ambitions 
and goals of your company.

• Have a procedure for updating: if you need to make an amendment 
to your agreement, make sure all parties concerned know 
the processes for making changes, this avoids conflict and 
unnecessary delay.

• Expect external parties to read your agreement: investors will want 
to see the agreement, so make sure its professional, accurate and, 
crucially, up to date.

• Recognise progress and change: your agreement should be a 
reflection of your company today, not five years ago - recognise 
who is contributing to growth and incentivise them as needed. 

CASE STUDY: 
Fleet Source

Setting a shareholder 
agreement that inspires growth
Established in 2012, Fleet Source provides 
industry-leading training solutions to the 
road transport industry. 

Its innovative approach to educating 
drivers has given Fleet Source an unrivalled 
reputation for quality and within just five 
years of its founding it now runs the largest 
fleet compliance auditing team in the UK 
and is the country’s biggest Vulnerable Road 
User training provider. 

Fleet Source has worked closely with the 
team at ValueMaker across its business, 
helping it to reach its potential and 
continually grow in value. One key area 
of cooperation has been ensuring Fleet 
Source’s shareholder agreement is not only 
legally sound, but also helps incentivise its 
team and drives the company to realise its 
growth ambitions. 

“At Fleet Source we are very much about 
implementing best practice in everything 
we do,” says Nick Caesari, Founder and 
Managing Director. “Which is why it was so 
useful working with ValueMaker when it 
came to restructuring key elements of our 
operations. By helping us get the company 
framework and main processes right, it’s 
easier to shape the shareholder agreement. 
The agreement in many ways is a way of 
formalising our structure, processes and 
ambition. It provides the clarity needed so 
that everyone knows where they stand and 
what the expectations are for their role 
in helping Fleet Source grow and expand.

“ValueMaker can use their experience 
and perspective to help companies agree 
on the key terms and then connect you 
to the specialist legal advice who can turn 
those principles into formal legal wording. 
By getting this right at the start, it’s really 
helped us as a young company focus 
on where we are heading as everything 
we are about is enshrined in the 
shareholder agreement.”
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The way equity is held or shared 
by founders is often a key 
indicator of a company’s culture 
and philosophy. Some companies 
look to incentivise as many staff 
as possible by spreading it as 
widely as resources allow, while 
others cling tightly to it, sharing 
as little of it as possible for as 
long as they are able. 

Equity is best viewed as a way of inspiring, rather 
than controlling. As a positive reward for those 
who add value to a company, instead of a way to 
keep talent handcuffed to your organisation - afraid 
to leave in case they miss out on a potential cash 
windfall one distant day. 

You commonly find two extreme 
attitudes to equity among 
founders, both can be bad 
in their own way. 
Gareth Coombs | ValueMaker

“Some founders simply don’t want to give up any 
equity, prioritising control over growth. At the other 
end of the spectrum you have those who give equity 
away too freely, without tying the equity to clearly 
defined responsibilities and leadership roles.”

As with shareholder agreements, which should 
be tailored specifically for each company, every 
organisation should use and share its equity as 
best fits their needs and ambitions.

SHAREHOLDER AGREEMENT CHECKLIST:

• Equity should inspire, not control – tie equity shares in 
with performance and level of responsibility to ensure it 
continues to incentivise.

• Share a little, but share often – you don’t always have to 
give away major chunks of equity, a little can go a long way 
if used correctly.

• Bring in legal experts – whether giving it away 
or needing to claim it back, you need to have a sound legal 
process in place for all matters relating to equity.

STEP THREE
Why holding on to equity might 
mean you have less, not more.



Strike a balance

It’s perfectly understandable how some people can be reluctant to 
give away equity at the start of a company’s life,” says Guy Levine, 
CEO and Founder at Return. “Making a mistake can be very costly 
and damaging to the business. But you have to strike a balance  
if you want to grow. 

“Used incorrectly equity can feel like a pair of handcuffs, 
restricting what you can do. But a well thought out, strategic 
approach helps to share the leadership responsibilities and, 
crucially, is a significant motivational tool.”

If an organisation isn’t willing to incentivise people with equity it 
often finds itself struggling to attract the major talent it needs to 
step up to the next level. 

“You need to give people some skin in the game,” says 
ValueMaker’s Ian Beswetherick. “Holding on to equity too tightly 
will make it harder to source the right team and harder to hold on 
to them once you get them. Equity motivates and holding onto it 
unreasonably will really demotivate your team.

“In that situation you may end up holding most of the equity, but 
have a company well below the value it could be worth. It’s far 
better for founders to have less equity, but have a company worth 
more and continually growing in value.”

Give small, but give often

How best to decide the tricky subject of who best to share 
equity with and when?

“If an employee’s actions consistently and significantly change 
your company’s future, they should be rewarded,” says Ian. 
“Strategic leaders that move the needle for you need to feel 
they have an investment in your organisation. If you don’t do it, 
someone else will and you risk losing them. So you need to make 
that investment in them.

“One rule for those concerned of giving away equity is to give 
small and often, but only to those who are genuinely important 
to growth. That way you carefully keep on check on the amount 
of equity you are parting with, which feels less of a shock. It 
also incentivises your employees even more, knowing that their 
performance is continually recognised, not just as a one off.”

Getting equity back

Whatever your approach to sharing equity, make sure you have a 
mechanism in place to claim back equity if necessary. As with a 
shareholder agreement, legal expertise is a must. 

Ian Beswetherick says: “It’s essential you bring in an expert to help 
you set in place a structure so that if an employee leaves or does 
not fulfil their responsibilities the equity comes back. This protects 
you and the company, while also ensuring performance incentives 
remain in place as equity isn’t guaranteed if certain goals aren’t met.”
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CASE STUDY: 
Fleet Source

Equity provides a sense of 
ownership and accountability
Fleet Source’s rapid growth from its 
founding five years ago isn’t just down to the 
quality of its service and the innovations 
in its training, but also the structure of 
its company and the way equity helps 
incentivise its team on an ongoing basis.

“Using equity to incentivise a team is a 
key tool in spreading the responsibility 
for business growth,” says Founder Nick 
Caesari. “It provides people with a sense of 
ownership and accountability above and 
beyond being just an employee. 

“ValueMaker can provide businesses with 
great insight into the benefits of using equity 
as an effective incentive tool. They have rich 
experience of what works and what doesn’t 
and when it comes to equity sharing. In 
particular they are helping us to plan how 
to both motivate and keep motivated those 
people key to our business growth. That kind 
of advice is incredibly useful for a growing 
business as it isn’t always as clear cut and 
obvious as you would think.”
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A well thought out, 
strategic approach 
helps to share 
the leadership 
responsibilities 
and, crucially, 
is a significant 
motivational tool.
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STEP FOUR
How To Identify The Right 
People To Share Equity With
AND INSPIRE THEM TO HELP YOU GROW FASTER

Being ready to give up 
equity is one thing, but 
making sure you use it to 
incentivise the right kind 
of people or attract the 
right kind of talent is 
another thing. 

There must always be a strategic 
reason for distributing equity 
and it should always strengthen 
the company.

“Giving away equity should always 
be connected to the contribution 
a person makes to the company...

When considering who should receive equity, look at an 
individual’s ambition and the vision and mission of the 
company. Investors want to see your company has fuel 
in the tank, so to speak. They aren’t just paying for what 
you have done, but what you will do. So you need to have 
people who have the motivation to keep moving forward.” 
Ian Beswetherick, ValueMaker.

Where to share

As your company grows it is important to have strong, 
experienced leaders in key roles. Sometimes these positions 
can be developed internally, but often they need to be 
recruited externally. 

Organisations don’t always recognise who should  
be incentivised with equity, leading to an imbalance 
in motivation.

“In the early stages, the Finance team can often be viewed as 
merely transactional, as a back-office function which adds 
no value to the journey. As a result, senior finance people 
are commonly overlooked when it comes to offering equity,” 
says Bren Hutchinson, an associate of ValueMaker. “Yet 
finance is needed at every stage of a company’s life and 
it should be a prominent voice in all decision making. 
If you bring in a capable strategic finance leader, they will 
be able to demonstrate how a strong finance team can 
contribute to growth, funding and strategic decision making. 
Equity should absolutely be a consideration when sourcing 
the best finance talent, otherwise you may end up struggling 
to find the strongest candidates.”
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”You first need to identify the central areas 
in which you need expertise for your 
company to grow,” says Ian Beswetherick. 
“If you can’t identify the key areas needed to 
develop growth then you shouldn’t yet be giving 
away equity. It has to be a focused and reasoned 
process with a clearly desired outcome.”
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FINANCE

Finance isn’t just a process, it is vital 
to growth – if your finance is running 
smoothly, so is your company.

In particular the following functions need strong leaders and it’s often 
useful to offer equity to help you acquire the very best talent possible:

MARKETING

Being able to concisely create and 
promote your company message 
and reach the right audiences is 
fundamental in building an audience.

SALES

Without the ability to smartly and 
consistently convert leads and develop 
new revenue streams companies 
cannot grow.

OPERATIONS

Growth leads to more organisation 
complexity and creates more pressure 
on getting results, a strong leader is able 
to help a business remain cohesive and 
operate as a whole.



“The key thing is to put in place 
something that incentivises and 
rewards people to keep working 
towards the company, not simply 
something that makes money 
for lawyers.”
Guy Levine | Return

Equity helps develop leaders

When it comes to sharing equity, you need to 
think in terms of what it brings to the company, 
not to yourself or a single individual.

“You always need to think in terms of developing 
leaders,” says Gareth Coombs of ValueMaker. 
“If someone is contributing positively to the 
company culture, showing leadership and 
having influence beyond their specialist area, 
you need to ensure you will retain those people. 
These are the people who nurture growth.

“In these cases always consider sharing equity 
as an option. What you give up in equity is likely 
to be rewarded with far greater returns.”

CHECKLIST:

• Identify key areas to develop growth – don’t 
share equity until you know doing so will 
directly power growth.

• Get buy in – make sure your board and team 
fully understand why any equity needs to 
be shared and how it can help increase the 
value of your business.

• Use equity to help develop leaders – leaders 
nurture growth, so look after them.

• Ensure leaders heading key functions such 
as finance, operations, marketing and sales 
are adequately incentivised.
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For most people outside the finance department, 
talking in detail about accounts is as fun as 
pulling teeth. For this reason it’s vital your 
team understand the true value of what a strong 
finance function can do not just for company 
growth, but also company morale. 

“You should aim for your whole team to value good processes, 
planning, decision making and reporting, and appreciate what 
they can do to enhance your company’s performance,” says 
Bren Hutchinson an associate of ValueMaker. “Finance should 
be a key business partner, helping the business to achieve its 
objectives, and not be labelled as a blocker which is of little 
relevance to the real running of the business. 

“Finance brings its best by being at the heart of commercial and 
strategic decision making, helping to optimise growth, alleviate 
stress and meet the whole team’s objectives. Far from being an 
overhead, strong finance teams pay for themselves, and it is key 
for morale to explain why it makes sense to invest heavily in 
getting the right finance people on board.”

STEP FIVE
Why getting 
your whole team 
educated about 
the role of finance 
is key to a positive 
company mind-set



CASE STUDY: 
Fleet Source

Thoughtful finances drives 
positivity and confidence
Since its launch in 2012, Fleet Source 
has always produced strong numbers 
and continually grown its revenue. But 
early on in the company’s existence its 
growth wasn’t always reflected in the 
company’s measurement, forecasting or 
planning metrics.

“We had the expertise in our core service, 
but not necessarily on the business finance 
side of things,” says Managing Director 
Nick Caesari. “We knew the market 
opportunity was there for us, but at times 
early on we weren’t always able to always 
fully capitalise on it. I knew that unless 
we addressed this issue it could get pretty 
frustrating, which is far from ideal from a 
team morale perspective.”

Nick and his team worked with ValueMaker’s 
finance experts to put in place a structure 
that has enabled Fleet Source to double 
year-on-year growth for three consecutive 
years and open up potential sources of 
funding and investment ready to be tapped 
into if and when needed.

“The personal mentoring from ValueMaker 
has been outstanding,” says Nick. “We sat 
down with ValueMaker and rebuilt the 
finance function from ground up, aligning 
it with all aspects of our business from our 
company mission to our marketing tagline.

“Bringing in the right financial expertise has 
given us a clear path to our goals, in all sorts 
of ways you wouldn’t necessarily expect. In 
particular it takes a great deal of stress away 
as we have a much better understanding of 
every aspect of our finances. That means 
we can devote all our energies into looking 
forward positively, not looking worryingly 
back over our shoulders at the accounts.”
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Good finance leads to good morale

Strong finance planning gives employees confidence as it 
creates the right conditions for growth and progress. From fluid 
cash flow to successful investment, the smoother a company 
operates the more a culture of ‘can do’ will permeate through 
the organisation – making it easier to scale operations when 
opportunity presents itself.

“Shifting to a proactive financial attitude is one of the most 
significant and positive changes a company can make,” says Zoë 
Tibell of ValueMaker.  “Hiring a progressive finance leader is as 
much a game changer as bringing in a great product designer 
or expert marketer. It simply doesn’t always have the glamour 
of those other roles so is unfairly overlooked when it comes to 
incentivising an organisation.”

Forecasting confidence

Timely and accurate financial forecasting may not immediately 
seem a way of boosting morale, but access to comprehensive 
figures enables informed decision making by leaders and as a 
result leads to better planning and bolder decision making.

“Talking to investors, equity groups or banks can be very 
intimidating to a young or small company,” says Zoë. “Good 
forecasting doesn’t just reassure you, it gives confidence to 
potential partners or investors. It shows you are a professional, 
well run organisation that knows where it is now, where it wants 
to be and how it will get there.”

The stability that forecasting can bring also makes it easier to 
plan for scaling up operations, exploring new revenue streams 
or launching new products and services. 

“It may not seem obvious,” says Ian Beswetherick. “But your 
finance process isn’t just about handling the figures, it should 
also understand precisely where you are on the map and what 
needs to be done next.”

CHECKLIST:

• Have a forward thinking 
financial philosophy: finance 
should be as much about 
looking forward and 
growing as it is about 
processing paperwork.

• Bring in corporate experience 
– if you don’t have someone 
who has successfully grown 
a company or led it to 
investment, then look 
to recruit.

• Focus on forecasting – 
good forecasting gives 
you confidence, reassures 
investors, improves decision 
making and gives visibility 
on your income.

• Know how to access finance: if 
your finance function is strong, 
it increases your ability to 
obtain funding or investment 
quickly if needed.
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Summary
What you need to do to inspire and incentivise 
your team to investment and exit success

Shareholder 
Agreements

Build a shareholder 
agreement that reflects 
YOUR business, its goals, 
strategy and structure. 

Make sure to get legal 
advice at the beginning, 
not when it’s too late. 

Make sure to get legal 
Recognise progress and 
change and regularly 
review your shareholder 
agreement so it always 
reflects the ambitions and 
goals of your company.

Shared Equity 

Equity should inspire, 
not control. 

Share a little, but share 
often – link equity shares 
in with performance and 
level of responsibility 
to ensure it continues 
to incentivise. 

Make sure to get legal 
help in formalising at 
all stages.

Identify key areas to 
develop growth: usually 
finance, operations, 
marketing and sales. 
Don’t share equity if you 
aren’t clear on how it 
will help you grow.

Finance 

Have a positive finance 
philosophy: it should 
be as much about 
looking forward and 
growing as it is about 
processing paperwork. 

Bring in corporate 
experience if you don’t 
have it and focus on 
strong forecasting 
and knowing how 
to access funding. 

Educate your team on 
the benefits of a strong 
finance function.



About this guide
This is one of a series of free guides from ValueMaker 
aimed at helping founders and business owners 
negotiate the complex process of obtaining 
investment or selling their business.

The series looks to break down the key issues, 
processes and strategies that business leaders need 
to navigate to maximise their chances of a successful 
outcome for their company, team and future.

If you have found this title of use, please visit 
www.valuemakeruk.com/resources/ for other guides, 
including:

Guide to achieving a 
high business valuation
5 Mistakes To Avoid

Delivering Possibilities

Guide to increasing 
business value
How to Generate Sustainable Growth

Delivering Possibilities

Guide to preparing 
your business for sale
What you need to know

Delivering Possibilities

Guide To Achieving 
A High Business 
Valuation

5 Mistakes To Avoid

Guide To Increasing 
Business Value

How To Generate 
Sustainable Growth

Guide To Preparing 
Your Business 
For Sale

Everything You 
Need To Know
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At ValueMaker we understand that 
business is never just business, it’s also 
deeply personal. 

We believe the best way to grow a business 
and help a company flourish is to marry 
the personal goals of the founders with 
the targets of the company. This harmony 
of ambition creates a dynamic, highly 
motivating environment which will best 
position an organisation to succeed.   

We don’t believe in advising from a safe 
distance or spouting generic management 
theory. We roll our sleeves up and get stuck 
in on the ground with you. We love (and live) 
the challenge of helping you add value to 
your business. We share your passion, your 
goals and your motivation. Your success is 
our success. 

Achieving Ambitions 
Capturing the passion of the leaders in the 
business and harnessing that to commercial 
success through vision, mission and strategy. 
Then driving this into action using 
accountability, responsibility and commercial 
creativity to create business momentum.

Building an Enduring Team
Creating a business with a future by 
developing talent at every level Getting to 
grips with people, teams, development and 
performance management through coaching, 
team building, conflict resolution and 
continuous assessment.

Developing Financial Strength
Building every aspect of the financial system 
you need to capture value. This includes not 
just solid management information systems 
for accurate and timely reporting but also 
robust financial strategies and acumen to 
help understand the performance of the 
business and improve decision making.

If you think ValueMaker can help you to 
grow your business, get in touch today:

T. 0203 286 5305 
E. enquiries@valuemakeruk.com

 value-maker-ltd 
 @ValueMakerUk

www.valuemakeruk.com


