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1.
INTRODUCTION
1.1
Introduction
GEN Consulting were commissioned by Scottish Enterprise Borders to carry out interim and final evaluations of the Construction Skills Action Plan Innovation Fund project.  

Scottish Enterprise Borders submitted an application for Scottish Enterprise National Construction Skills Innovation Fund support in three main areas:

· carrying out training need analyses with local construction companies to develop prioritised and costed training plans

· the establishment of a local Construction Training Group

· a range of activities aimed at local schools and the unemployed to raise awareness and improve perceptions of career options in the construction industry.   

The projects received approval and funding in February 2004 and has been delivered through the Borders Construction Industry Forum for around 2 years.

1.2
Final evaluation – key aims

The brief for the study and the GEN proposal set out a number of key aims for the final evaluation:

· assess the operation of the project and its delivery

· identify attitudes and approaches to training in companies prior to participating in the project
· examine the extent to which participation in the programme has led to companies carrying out training activity
· explore the barriers which might prevent companies undertaking training in the future

· assess the extent to which the project is meeting its objectives
· identify areas where action might be taken to enhance performance of the programme
· assess the extent to which the project delivery changed over the two years of the programme 

· assess the economic impact of the programme on both participating businesses and the wider economy; and

· assess the future sustainability of the programme and make appropriate recommendations on future delivery. 

1.3
Methodology

Both an interim and a final evaluation have been carried out.  The interim evaluation took place over a short 6 week work programme in February 2005 and the final evaluation took place from January to March 2006. Both the interim and final evaluations have included:

· a review of the approval papers and the funding application for the project

· a review of management information on the performance of the programme to date

· consultations with SE Borders and Borders Construction Industry Forum staff to explore issues of project delivery

· a survey of participating businesses to assess the delivery of the Construction Learning Account interventions

· attending a meeting of the Borders Training Group and carrying out telephone consultations with Training Group members.

In addition the final evaluation included face to face consultations with a small number of participating businesses.

1.4
Report Structure

This report presents the findings from both the interim evaluation and final evaluation of the CSAP Innovation Fund project and is set out as follows:

· Chapter 2 presents a description of the project, its proposed delivery model and project targets and outlines progress to date
· Chapter 3 outlines the characteristics of companies participating in the construction learning accounts and the training identified in the Training Needs Analyses
· Chapter 4 presents the findings from the business survey
· Chapter 5 examines the progress of the training group and with the activities aimed at schools and the unemployed
· Chapter 6 sets out some emerging issues from the evaluation and sets out our conclusions and recommendations 
2.
PROJECT DESCRIPTION
2.1
Introduction

This chapter provides a background to the CSAP Innovation Fund Project and details the:
· project rationale 

· aims and objectives of the project

· proposed delivery method, encompassing both the recruitment of participating companies and the process of engagement.
2.2 Project rationale

The funding application for the project highlighted a range of issues which underpinned the development of the project:

· there was evidence of insufficient investment by construction companies in upskilling their existing workforce

· construction companies had a poor record in terms of responding to changes in skills demand of the workforce.

· there was a need to promote the uptake of training by subcontractors
· the local training infrastructure in the Borders for construction companies was limited 
The initiative was developed in light of these national and local issues and strategies and has been reviewed and endorsed by local employers and the CITB.
In addition, research
 carried out in 2003 suggested that businesses in the Borders were less likely to have a formal training plan or budget than the Scottish national level, in the region of 10%.  Within the construction industry in the Borders only 30% of employees receive training, in comparison to the Scottish figure of 41%.
2.3 Aims and objectives of the programme
The project aimed to address these barriers through:
· the delivery of pilot Construction Learning Accounts, through which companies would be assisted to develop comprehensive training plans
· the establishment of a Construction Training Group, in order to improve local awareness of the business benefits of training

· joint working with local organisations and partners to promote the industry to schools and unemployed groups as a possible career stream.

These initiatives were expected to provide an integrated way of developing the existing training infrastructure by improving access and stimulating demand for training, resulting in the upskilling of current and future employees within the sector.
2.4
Project delivery method
The project is delivered by Eildon Housing Association under the auspices of the Borders Construction Industry Forum (BCIF).  The project employs a full-time training officer who is responsible for delivering the various interventions outlined above, by liaising with construction firms, developing training plans with them, and through undertaking promotional activities in the area. To deliver its wider work BCIF also employs a full time coordinator, who has been involved in delivery elements of the CSAP Innovation Fund project.
2.4.1
Construction Learning Accounts
It is the responsibility of the training officer at BCIF to proactively recruit companies into the project.  This is achieved by recruiting companies during Forum meetings, approaching Training Group members and through marketing activities.  Companies have also been referred directly from SE Borders and Business Gateway on an ad-hoc basis.
Companies are offered a Training Needs Analysis, which is a detailed piece of work involving questions about company objectives, size, turnover, number of staff, jobs, occupational skill requirements and current skills of existing staff. Following this, a training plan is produced which outlines all training requirements for all members of staff. This training plan is then prioritised. 

In the first year of operation the training plan was sent to Learn Direct Scotland who provided a list of costed options for each of the training requirements identified in the plan. In the second year this has been carried out by the Training Officer. Once the firm has chosen its preferred options, an offer of grant – or training contract – is offered by Scottish Enterprise Borders. The firm can draw down this grant following their employees’ attendance at courses specified.

The initial contract between SE Borders and BCIF set a number of clear targets for the contractor including:

· carrying out 10 Training Needs Analyses

· preparing 10 prioritised training plans

· improving the awareness of the local industry of the benefits of training.
2.4.2
Construction Training Group

The establishment of a Borders Construction Training Group was viewed as a key intervention in the CSAP innovation fund projects.  The initial contract between SE Borders and BCIF stated targets for the Training Group to recruit 50 members, and for the delivery of 12 demand led rural training sessions.  Our discussions with the SE Borders project manager and the Training Officer suggest that the training group has a number of aims:

· to identify shared training needs amongst local construction businesses

· achieve economies of scale / and or encourage training providers to meet those needs

· to increase the amount of locally available training

· to establish a sustainable forum for identifying and meeting the training needs of local businesses.     

The Training Officer has attempted to recruit companies into the Training Group through a variety of routes.   Companies undertaking a TNA through the Construction Learning Accounts are invited to apply for membership of the Training Group, while the Training Group is also publicised at the Training Events organised through the Borders Construction Industry Forum.   Membership of the Training Group costs £50 per annum, and for that price members receive a 10% discount on any course organised through the Forum. 
2.4.3
Work with schools and the unemployed

One of the key aims of the CSAP project was to raise the profile of the construction industry as a career option for unemployed people and for school leavers. 
The original contract with BCIF set out a relatively flexible set of expectations in this area including:

· developing a local project integrated with Careers Scotland to stimulate school children with a view to taking up careers in the industry

· developing integrated recruitment, training and development solutions with JobCentre Plus, Careers Scotland, CITB and local and national training providers

· increasing Adult Apprentices 

Our discussions with SE Borders confirmed that these targets were deliberately set to be less prescriptive than targets for the other two components of the CSAP project.  The rationale for this was that there was less clarity on the exact types of projects that would appropriate in the Borders, and secondly that a key part of the contractor’s role would be to develop and implement projects over the duration of the contract.  

3.
PROJECT DELIVERY – CONSTRUCTION LEARNING ACCOUNTS
3.1
Introduction
This chapter of the report presents an overview of activity delivered in relation to construction learning accounts to date based upon management information supplied by BCIF.

In particular this section examines:

· the number of companies receiving support though the programme in the two years of its operation

· the content of training plans produced as a result of the Training Needs Analyses undertaken with firms.

3.2
Companies recruited
In total 66 companies have participated in the TNA process throughout the 2 year duration of the project. BCIF were able to provide us with details of numbers of employees for 50 of these companies and information about turnover for 39 of these firms.  Analysis of this information shows that:

· across the 50 companies for which employee numbers were available there are an estimated 822 employees, an average of 16 employees per company 

· take up of the programme appears to be dominated by small construction businesses, with employee numbers ranging from 1 to 86
· across both years the majority of firms (62%) employed 10 people or fewer, with 53% of 2004/5 companies and 70% of 2005/6 companies employing this number 
· a further 22% employed between 11 and 25 employees, with 35% of the 2004/5 companies and 11% of the 2005/6 companies employing this number
· only 10% employed more than 50 employees – 13% in 2004/5 and 7% in 2005/6
Table 3.1: Number of employees by firm
	No. of employees
	2004/05 firms
	2005/06

firms

	1 - 10
	52%
	70%

	11 - 25
	35%
	11%

	26 - 50
	0%
	11%

	51 - 100
	13%
	7%

	101 - 250
	0%
	0%

	251 +
	0%
	0%

	Total
	100%
	100%*


Source: SE Borders Management Information
N=23 for 2004/05 and 27 for 2005/06. Employee information was not available for all firms.
*Note – percentage does not add up to 100% due to data rounding

In addition the average turnover of participating businesses is in the region of £1.3 million, although this ranges from £50,000 to £13.6 million

Content of Training Plans
Detailed analysis of the initial training plans was undertaken in order to gain an understanding of the types of training needs being identified in firms. The initial training plans can be viewed as something of a ‘wish list’, i.e. all of the training that a firm would want to undertake if resources were not constrained. In working with the consultants, prioritised training plans were produced, taking into account factors such as the training budget firms had available and the sort of training support that was likely to be provided by SE Borders. The content of the prioritised training plans and the progress made with implementing these will be discussed later in the report.

In order to analyse the areas of need identified within the initial training plans, it was necessary to categorise suggested courses within six areas:

‘soft skills’ which included training on issues such as dealing with customers, presentations and team working

‘job specific’ which included courses such as abrasive wheel, plastering, and construction certificates 

‘management and supervisory’ which included training such as appraisal techniques, interview skills and conflict handling.  
‘IT’ which included training in all computer-related disciplines such as email, internet, web page creation, and Sage.  
‘basic’ which included training in areas such as health and safety, first aid and some statutory requirements 
‘other’ which was used specifically for courses which could not easily fit into the other five categories or were not clear from the data.
Of the estimated 822 individuals employed by the companies under consideration the initial training plans identified around 661 employees as having a training need, equivalent to approximately 80% of the workforce. 

The vast majority of employees covered in the training plans had multiple training needs identified. In total there were some 1585 individual training needs included in the 51 initial Training Plans. The number of training needs identified was split fairly evenly over the two years of the programme, with 788 needs being identified in 2004/5 and 762 needs being identified in 2005/6.
The review revealed that:

· over half of training needs identified were for ‘basic training’. The most common courses identified were first aid and health and safety concerns such as working at heights and lifting materials correctly 
· ‘job-specific courses’ accounted for over one third of training needs identified and varied significantly with the type of firm undertaking the TNA  
· soft skills, IT and management and supervisory skills were far less likely to be identified as a training need

· there was little difference between the training needs identified in the first year of the programme and those identified in the second year, although slightly more basic skills and job specific skills needs were identified in the second year, whilst slightly fewer soft skill, IT and management and supervisory training needs were identified in year 2.
Table 3.2: Analysis of employee training needs identified in TNA’s.  

	
	2004
	2005
	Total

	Type of training
	No. of training needs
	%
	No. of training needs
	%
	No. of training needs
	%

	Soft skills
	11
	1
	2
	>1
	13
	1

	Job-specific
	253
	32
	276
	36
	548
	35

	IT
	89
	11
	27
	4
	118
	7

	Management and supervisory
	40
	5
	24
	3
	64
	4

	Basic
	395
	50
	433
	57
	842
	53

	Other
	0
	0
	0
	0
	0
	0

	Total
	788
	100*
	762
	100
	1585
	100


Source: SE Borders Management Information 

*Note – percentage does not add up to 100% due to data rounding

The above analysis is based on the initial training plans developed following the training needs analysis, however not all of these companies have received financial support through the construction learning account.  At the time of the research:

· 66 companies had completed TNA’s

· 20 of these had only recently been completed and companies had not yet had a chance to apply to SEB for the funding 

· of the remaining 46 who have had the opportunity to complete the paperwork and apply for funding:

· 2 companies have gone out of business

· 2 companies are not likely to proceed

· 6 companies have not returned the paper work to SEB

· companies have completed the paperwork but the contract is yet to be issued by SEB

· 33 companies have successfully applied and been offered funding, 19 companies in 2004/5 and 14 in 2005/6

The results of the company survey discussed in Chapter 4 below show the types of training funded, the extent to which progress has been made with training activity and the impact this is having.

Conclusions

To summarise:

· the vast majority of companies who received a Training Needs Analysis were small construction companies

· by far the most commonly identified training needs were basic skills and job specific skills, whilst IT, management and soft skills were less likely to be identified as areas where there are skills gaps
· 33 companies who have received TNAs have so far successfully applied for funding
COMPANY SURVEY
Introduction
This chapter of the report presents an overview of the construction learning accounts to date using the results of the company survey.

In particular this section examines:

company objectives for taking up support

training activity of these firms prior to participating in the programme

barriers to undertaking training

progress with the implementation of training 

additionality of support
future planned training
impact of support 
satisfaction with support received

future attitudes to training.

Objectives
In total, 25 out of the 33 companies who had received funding through the construction learning account were interviewed as part of the survey. Of these:

· 17 (68%) had received support in 2004/2005

· 8 (32%) received support in 2005/2006.

Companies were asked about how they had become involved with the construction learning account:

· 48% of participating companies had approached BCIF looking for assistance with training

· 44% had been offered financial support through the construction learning account for training they had identified
· one company reported that BCIF had suggested that they would benefit from taking a more strategic look at their training needs and the remaining 16 companies didn’t know or couldn’t remember how they had become involved.

Companies were asked about the main business issues facing them prior to taking up support.  These were (Table 4.1):
· the most commonly cited issue was that existing staff required a general upgrading of skills, with four fifths of companies citing this as an issue

· two fifths of companies required training because they were experiencing business growth 

· just under a quarter were facing increasing competition 

Table 4.1: Issues facing businesses prior to participation

	Issue
	% of Respondents
	No. of Respondents

	Our staff had skills which needed to be upgraded or enhanced
	80%
	20

	We knew training was important but couldn’t afford training
	12%
	3

	We knew training was important but didn’t know where to source training
	8%
	2

	We knew training was important but did not know where we should be training our staff
	8%
	2

	The business was facing increasing competition which we needed to respond to through training
	24%
	6

	The company had grown (or planned to grow) and we needed to train staff
	40%
	10

	No issues faced
	11%
	2

	Total
	183%
	45*



N=25
* Note that some companies gave more than one response

4.3
Previous training activity
Companies were asked about their training activity prior to participation in the construction learning accounts programme, including:

· spend on training in the year before support

· type of training undertaken before support was received.

4.3.1
Previous training spend

Of the 25 companies who responded the majority, 17 (or 68%) did not have a training plan in place prior to participation in the programme, however most were undertaking some kind of investment in training (table 4.2):   
The survey suggested that typically, the amount of money spent on training was relatively low:

· more than two thirds were spending less than £1,000 per annum on training 

· only four companies (16%) spent more than £2,500 per annum on training.

Table 4.2: Training expenditure prior to participating in the programme  


	Spend Per Annum, £
	% of Repondents
	No. Respondents

	Less than £500 
	40%
	10

	£500 to £999
	28%
	7

	£1,000 to £1,499
	4%
	1

	£1,500 to £1,999 
	4%
	1

	£2,000 to £2,499
	8%
	2

	More than £2,500
	16%
	4

	Total
	100%
	25


N=25
This equated to an average spend on training of around 0.2% of turnover.  
4.3.2
Previous training by type

The most common types of training offered by companies prior to taking part in the programme were statutory training (offered by 80% of companies) and job specific training (offered by 60% of companies). Soft skills training was least common with only 4% of firms doing this (Table 4.3).


Table 4.3: Training activity prior to participating in the programme (type)
	Training Activity
	% of firms who trained employees
	% who trained on the job
	% who trained off the job
	% who had mixture of on/off job training

	Statutory/Basic
	80%
	15%
	20%
	65%

	Soft skills
	4%
	-
	-
	100%

	Management and Supervisory
	16%
	-
	75%
	25%

	Job-specific 
	60%
	13%
	13%
	74%

	IT
	8%
	-
	50%
	50%

	Total
	100%
	12%
	24%
	64%


N = 25

Most companies (64%) were using a mixture of both on the job and off the job training for most categories of training. Exceptions to this were management and supervisory training and IT training where the majority of training was delivered externally.  

A more useful picture of the balance of training offered by companies prior to participation in the programme emerges when hours of training undertaken were explored.  This analysis shows an overwhelming emphasis in favour of basic and statutory training, accounting for almost 90% of all training undertaken. A further 10% of hours focussed on job specific training les than 1% of training hours were on management and supervisory or IT training.  These findings confirm anecdotal evidence from BCIF that participating firms were typically engaged in lower level training activities.  
Table 4.4: Previous training activity by employee training hours

	Type of training
	Hours of training undertaken
	% of training undertaken

	Job-specific
	1774
	10%

	Statutory/basic
	15192
	88%

	Soft skills
	unknown
	-

	Management and supervisory
	150
	>1

	IT
	117
	>1

	Total
	17233
	100


The survey suggested relatively little difference in previous training activity between those companies who entered the programme in 2004/05 and those who did so in 2005/06.  
Barriers to Training

Companies were asked about the barriers that had prevented them from carrying out training in the past (Table 4.6).  
Table 4.6: Barriers to undertaking training prior to participation in the programme

	Type of barrier
	%
	No

	Couldn’t afford training
	52
	13

	Didn’t have the time to let staff train
	56
	14

	Lack of local provision
	40
	10

	Didn’t know where training was needed
	8
	2

	Didn’t understand the need to train
	4
	1

	Staff would leave to go elsewhere
	0
	0

	Other
	0
	0

	No barriers
	4
	1


Source: Company Survey

The key messages were as follows:

· most companies had experienced some barriers to training, with only one company reporting no barriers
· the most common barrier reported by companies was finding the time to allow staff to train, with more than half of companies seeing this an issue
· issues around time were closely followed by issues around the cost of training, with 52% of companies finding costs to be a barrier
· lack of training provision was also an issue with two fifths of companies citing it as a barrier 

· only two companies didn’t know where training was needed within their company and only one didn’t understand the need to train

· no companies were concerned that they might invest in training then staff would leave to go elsewhere, which is interesting as one third of companies reported this as an issue during the interim evaluation 
Content of training plans

Each of the 23 firms that had received a Training Needs Analysis was asked about the types of training needs identified by the training consultant. 

Table 4.7: Training needs contained in training plans

	
	04/05
	05/06
	Total

	Basic/statutory
	100
	71
	91

	Soft skills
	0
	14
	4

	Management & supervisory
	31
	14
	26

	Job specific training
	56
	57
	56

	I.T.
	25
	57
	35

	Other
	6
	28
	13


N=23

The key messages were:

· the majority of companies (91%) had basic/statutory training identified as a training need

· job specific training was also significant with 56% of firms reporting this as an area identified in their training plan

· over one third of companies reported that IT needs had been highlighted in their plan, whilst over one quarter reported that management/supervisory training had been identified as a need

These results provide some encouraging messages.  While the top two areas where skills needs were identified were in statutory and job specific training, the TNA’s played an important role in identifying a much broader set of training needs, particularly in areas such as IT and management and supervisory training where firms were undertaking little training.    
Comparison of the content of the training plans year on year shows that:

· there has been a growing emphasis on IT training, with more than double the percentage of companies having IT needs identified in 2005/6 compared with the first year of the programme

some training was less likely to be identified in the second year of the programme, in particular basic/statutory training (100% of firms in year1 compared to 71% in year 2) and management/supervisory (31% of firms in year 1 compared to 14% in year 2)

Financial support from SE Borders 
Companies were asked to provide information about the level of financial support that they received through the programme.  

Table 4.8: Financial support offered

	
	04/05 firms
	05/06 firms
	Total

	Amount per annum
	No
	%
	No
	%
	No
	%

	Less than £500 
	4
	25
	3
	43
	7
	30

	£500 to £999
	2
	13
	2
	29
	4
	17

	£1,000 to £1,499
	2
	13
	2
	29
	4
	17

	£1,500 to £1,999 
	1
	6
	0
	0
	1
	4

	£2,000 to £2,499
	2
	13
	0
	0
	2
	9

	More than £2,500
	2
	13
	0
	0
	2
	9

	Don’t know
	3
	19
	0
	0
	3
	13


Analysis of the returns suggests

· support offered through the project was relatively modest – with the majority (64%) receiving less than £1500

· almost one fifth of companies received more than £2000

· higher levels of support were offered to companies in the first year of the programme – this reflected a decision to extend the target for the number of participating companies and to meet wider company demand within the original project budget. 
Firms were also asked about the level of support received for each type of training, and those who were able to answer this identified the following: 

Table 4.9: Support offered (number of staff and amount of support)

	
	04/05 firms
	05/06 firms
	Total
	Percentage of total hours

	Training type
	Staff
	Hours
	Staff
	Hours
	Staff
	Hours
	

	Statutory
	153
	2418
	19
	191
	172
	2609
	52%

	Soft skills
	0
	0
	1
	4
	1
	4
	>1%

	Management & supervisory
	6
	135
	0
	0
	6
	135
	3%

	Job specific
	92
	1840
	11
	160
	103
	2000
	40%

	I.T.
	25
	144
	2
	124
	27
	268
	5%

	Total
	276
	4537
	33
	479
	309
	5016
	100%


· in line with the training needs identified during the TNA process statutory and job specific training received the most support, followed by I.T., management then soft skills training

· nine tenths of the overall support identified in the survey had been for 2004/5 firms despite these firms only constituting two thirds of the survey sample, suggesting that 2005/6 firms received lower levels of support.
Implementation of training identified in training plans: TNA firms
Firms were asked about their progress with implementing the training identified in the training plan: 
Eight companies (34%) reported having made some progress

· 63% of those making progress had received support in the first year of the programme (70% of the overall sample had received support in year one), so companies receiving support in year 1 are no more likely to have made progress despite having had longer to implement training

· this implies that 2005/6 companies might be making progress more quickly than 2004/5 companies 

Details of the types of training with which companies had made progress are shown in table 4.10.

Table 4.10: Progress made
	
	No firms receiving support
	No making progress
	% making progress
	Average amount of progress if progress made

	Statutory/Basic
	21
	7
	33%
	66%

	Soft skills
	1
	1
	100%
	50%

	Management & Supervisory
	6
	1
	17%
	100%

	Job specific
	13
	5
	38%
	40%

	I.T.
	8
	2
	25%
	65%

	Other
	3
	1
	33%
	20%


· As 100% of companies who had received support for soft skills training have made some progress on implementing the training, this was the type of training that companies were most likely to have made progress with, however only one company had received support for this so no real conclusion can be drawn 

· Companies were least likely to have made any progress with I.T. training, with only 17% of companies having begun to implement this type of training

Companies who had reported having made some progress with training had made the following progress:

· The company who had made progress with management and supervisory training had fully implemented this training

· I.T and statutory training were around two thirds implemented in those companies where some progress had been made

· Delivery of soft skills training was half complete and job specific training was two fifths complete

When asked about future progress with the training:

· Firms were most likely to believe that they would make some progress with statutory training, with 88% of firms believing they would make some progress over the next 12 months

· 13% believed they would make some progress with management and supervisory training over the next 12 months

· 63% anticipated making progress with job specific training

· Progress with I.T. training was anticipated by 25% of respondents

Companies were asked what would stop them from implementing the training identified in the training plan, either now or in the future. Reasons given were as follows:

· The majority (87%) reported that not having the time to let staff train would be the most likely reason for not implementing training

· Lack of local provision and not being able to afford training were each  reported as possible reasons for not implementing training by almost a third of companies

· A small number (13%) said that nothing would prevent them from implementing the training

· Only one company was not convinced of the need to provide training.

Training undertaken with financial support: non-TNA firms
The two firms that did not receive a TNA as part of the support received through construction learning accounts received support for the following types of training:

· in 2004/5 one company received support 15 hours of statutory training and 4 hours of job specific training

· in 2005/6 one company received support for 300 hours of statutory training, 80 hours of management training and 300 hours of job specific training.
Table 4.11: Support received for non-TNA training (number of staff and number of hours)
	
	2004/5 firms - hours of training
	2005/6 firms - hours of training
	Total training
	% of total training

	Statutory/Basic
	15
	300
	315
	45%

	Soft skills
	0
	0
	0
	0%

	Management & Supervisory
	0
	80
	80
	11%

	Job specific
	4
	300
	304
	44%

	I.T.
	0
	0
	0
	0%

	Total
	19
	680
	699
	100%


Additionality
This section looks at the extent to which the financial support received by firms contributed to the training that they carried out.  As can be seen from Table 4.12:

· Overall the additionality for the programme was good at around 58%

· The survey pointed to additionality in a number of areas including time and scale additionality

· Only one fifth of businesses would have done the training anyway, even if support had not been available

Table 4.12: In the absence of financial support what would you have done in terms of the training you have carried out?
	
	Gone ahead anyway

0% addition’y
	Done, but later

50% addition’y
	Done, but fewer staff

50% addition’y
	Done, but fewer areas

50% addition’y
	Not done

100% addition’y
	Total

	Number of responses
	6
	2
	3
	7
	10
	28

	% of total responses
	21%
	7%
	11%
	25%
	36%
	100%

	Addition-ality
	
	3.5%
	5.5%
	12.5%
	36%
	57.5%


Looking at the responses of those individual firms that were able to quantify levels of training that would not have happened without support, it can be calculated that, for firms that received a TNA and subsequent training grants:

· 1755.5 hours of staff training were undertaken that can be said to be additional, i.e. would not have taken place without the support of SE Borders. This includes training that would not have taken place at all, and training that would have happened for fewer staff, in fewer areas or without support would have taken place later

· just under half of this training (46%) was job specific training, and almost two fifths (39%) was basic training

· however, 243.5 hours of IT training (14%) took place that was purely additional (or 35 days of such training).
Table 4.13: ‘Additional’ training (staff hours) TNA firms

	type of training
	Hours of staff training
	% of total additional training

	Job specific
	802
	46%

	Statutory/basic training
	691
	39%

	Management/supervisory
	15
	1%

	Soft skills 
	4
	>1%

	IT
	243.5
	14%

	Total
	1755.5
	100%


None of the firms that did not require a TNA were able to quantify how much training would not have been carried out without support.

Further training (without financial support)

In addition to the training for which support was received, surveyed firms had also undertaken a significant amount of other training, including:

3 TNA firms that had trained staff for 70 hours in statutory training

6 TNA firms that had trained staff for 305 hours in job specific training

1 TNA firm that had trained staff for 30 hours in I.T. training

Table 4.14: Further training undertaken (without financial support from SE Borders), TNA and non-TNA firms
	Type of training
	TNA firms


	Non-TNA
	
Total 

	
	No. of firms
	Hours of staff training
	No. of firms
	Hours of staff training
	No. of firms
	Hours of staff training

	Statutory
	3
	70
	0
	0
	3
	70

	Soft Skills
	0
	0
	0
	0
	0
	0

	Management
	0
	0
	0
	0
	0
	0

	Job Specific
	6
	305
	0
	0
	6
	305

	IT
	1
	30
	0
	0
	1
	30

	Other
	1
	91
	1
	16
	2
	107

	Total
	11
	496
	1
	16
	12
	512


Companies reported that 20% of this training could be seen as additional, i.e. the firm would not have done this further non-supported training were it not for the support received via the construction learning account.

Future training plans
Four fifths of firms interviewed were able to give an indication of their planned training activity in the coming year, which is encouraging as it suggests an increase in planned training (only one third had a training plan in place prior to receiving support).
Those companies able to state what their future training plans would be were planning to undertake 2690 hours of staff training. The analysis of the future training plans shows that:

· statutory training accounts for the majority of planned training as it makes up 53% of all training planned for the coming year

· job-specific training accounts for 36% of stated planned training  

· around one tenth of planned training is IT training.

This indicates that training investment remains focussed on statutory training and job specific training, although higher levels of IT training appear to be planned.
Table 4.15: Planned training

	Type of Training
	Hours of staff training
	% of total training

	Soft Skills
	8
	0.3%

	Job Specific
	972
	36%

	Management
	Unknown
	Unknown

	Statutory
	1436
	53%

	IT
	218
	8%

	Other
	56
	2%

	Total
	2690
	99.3%*


* Note that total is not 100% exactly due to rounding
Table 4.16 compares previous training activity, training needs identified (for those receiving a TNA), training implemented for which support was received (both TNA and non-TNA firms) and then future training (all firms), in order to explore whether involvement in the programme has had any impact on the types of training that companies are offering. 
Analysis of the information shows that:

· the vast majority of training undertaken prior to participation in the programme was basic/statutory training, plus a small amount of job specific training and very little of any other type of training

· TNAs identified high levels of statutory and job specific training needs, however also identified significant amounts of IT and management/supervisory training needs

· funding was offered for a smaller proportion of basic skills training than firms were previously delivering, whilst higher proportions of support were offered for job specific, management and supervisory and IT training than were previously being delivered
· over the coming year companies are planning to offer less basic training and more job specific and IT training

It would seem that the programme has attempted to widen the types of training that firms are offering their employees by funding and thereby encouraging more job specific, IT and management/supervisory training. In addition this appears to be translating into actual change within firms as the survey indicates that they at least plan to deliver more job specific and IT training than before. This is further supported by evidence from table 4.10 above which shows that companies made progress with all types of training that were funded and the likelihood of them making progress with job specific and management training is similar to that of basic skills training, with slightly less progress being made with IT training.    
Table 4.16: Training by type during and after support

	 
	
	 
	training activity supported (% of training hours)
	 

	 
	previous training activity (% of training hours)
	training needs from training plans (% of firms with training needs)
	TNA firms
	non TNA firms
	future training plans (% of training hours)

	Basic
	88%
	91%
	52%
	45%
	53%

	Soft Skills
	unknown
	4%
	>1%
	0%
	0.3%

	Management and Supervisory
	>1%
	26%
	3%
	11%
	unknown

	Job-specific 
	10%
	56%
	40%
	44%
	36%

	IT 
	>1%
	35%
	5%
	0%
	8%


Impacts on business
Firms were asked about the benefits to their business of receiving support through construction learning accounts. 72% of the firms felt that carrying out the training for which support was received had helped their business become more efficient or more effective.
The training was believed to have impacted positively on the companies in various ways :

· More than 60% of companies identified improved staff retention as a positive outcome of the training

· 50% believed that the training had resulted in cost savings

· increased profitability and taking on more staff were both cited as positive outcomes of the training by 39% of firms

· almost a third have increased their turnover or are now winning more business

· 11% have not seen any benefits as yet
· those receiving support in year two were more likely to report positive outcomes from the training than those receiving support in year one, which is surprising as these companies have had less time to see the impacts of the training

Table 4.17: Business impacts

	
	04/05 firms
	05/06 firms
	Total

	
	No
	%
	No
	%
	No
	%

	Increased turnover/winning more business
	2
	17
	3
	50
	5
	28

	Cost savings
	6
	50
	3
	50
	9
	50

	Increased profitability
	3
	25
	4
	67
	7
	39

	Increased staff retention
	7
	58
	4
	67
	11
	61

	Taken on more staff
	6
	50
	1
	17
	7
	39

	None
	2
	17
	0
	0
	2
	11


Turnover change
Firms were asked whether receiving support through construction learning accounts had led to their company seeing an increase in turnover. Two firms were able to quantify the impact that support had on turnover. Analysis of these responses allows some conclusions to be made about the impact of support. The following steps were undertaken to come to an approximation of impact:

· 5 firms out of the 25 (20%) interviewed felt that receiving support had had a benefit to their business 

· 2 were able to put a figure on the increased turnover that resulted in this positive benefit. These benefits total £350,000 or an average of £175,000 per firm. If this average was experienced by all 5 of the firms that had experienced a positive benefit, the overall benefits to firms would be £875,000

· as mentioned above, 20% of interviewees felt they had experienced such positive benefits. If 20% of the 33 firms that received financial support can be said to have felt the same benefit, then the gross impact on firms of the support is increased turnover of £1,155,000

· factoring in the rate of additionality identified above, 57.5%, gives us a net impact figure of £658,350

· displacement and multiplier effects were not taken into account in this calculation as it is difficult to come to an accepted view of what the rates for each of these should be in relation to efficiency benefits experienced by firms.
While it is difficult to come to an exact impact figure, this indicative amount of £658,350 represents a healthy return on the investment of £218,780 of public funding spent on construction learning accounts.
Employment change

Firms were asked whether receiving support for staff training had had an impact on employment in their firm. Five firms could quantify the following gross impacts:

4 staff had been retained as a result of receiving support

18 new staff had been employed.

However, while all of these jobs were attributed to the support received, not all of the training that took place was additional i.e. some firms would have gone ahead with the training without support. Factoring in additionality, 2.5 jobs were safeguarded and 10 were created. 
Cost savings and increased profit

Firms were asked whether receiving support through construction learning accounts had led to their company making cost savings or seeing an increase in profit. Five firms were able to quantify the impact that support had in relation to these efficiency-related impacts, and these ranged from cost savings of £2,000 to increase profits of £50,000. Analysis of these responses allows some conclusions to be made about the impact of support. The following steps were undertaken to come to an approximation of impact:

· 12 firms out of the 25 (48%) interviewed felt that receiving support had had a benefit to their business 

· 5 were able to put a figure on either the cost savings and/or increased profit that resulted in these positive benefits. These benefits total £76,500 or an average of £15,300 per firm. If this average was experienced by all 12 of the firms that had experienced a positive benefit, the overall benefits to firms would be £183,600

· as mentioned above, 48% of interviewees felt they had experienced such positive benefits. If 48% of the 33 firms that received financial support can be said to have felt the same benefit, then the gross impact on firms of the support is cost-savings or increased profit of £242,352

· factoring in the rate of additionality identified above, 57.5%, gives us a net impact figure of £139,352

· displacement and multiplier effects were not taken into account in this calculation as it is difficult to come to an accepted view of what the rates for each of these should be in relation to efficiency benefits experienced by firms.

Satisfaction with the process
92% of the companies surveyed had received a Training Needs Analysis (TNA) as part of the support received through the construction learning account, while the remainder already had training plans in place. Of the two companies that did not require a TNA, one had received support in 2004/5 and one had received support in 2005/6 so there was no difference over the two years.
There were high levels of satisfaction with the process, with views of those that went through the TNA process as follows:

· all of the companies interviewed either strongly agreed (39%) or agreed (61%) that the consultant carrying out the TNA had understood their business

· the consultant’s professionalism in carrying out the TNA was also rated highly with all companies either strongly agreeing (48%) or agreeing (52%) with this statement
· 96% of companies agreed or strongly agreed that the information requested by the consultant was clear and easy to provide, with one company saying that they neither agreed nor disagreed

· all companies either agreed (35%) or strongly agreed (65%) that the consultant had kept to agreed deadlines  
Similarly, views on the training plans themselves, the output of the process, were largely positive:

· over 96% either agreed (74%) or strongly agreed (22%) that the training plan was aligned to their business growth needs 
· 91% of the training plans were felt to have identified priority actions

· all of the companies reported that the training plans had identified clear options for delivering training, whilst all except one said that the plans had identified who in the company should receive training  
Moreover, the training plans in the main identified training that had not previously been considered (87%) and had not previously been undertaken (87%), evidence of significant process additionality.
Future attitudes to training
Additionality and impact have been discussed above. It is also hoped that company attitudes to training will change as a result of receiving support in order to get a feel for the sustainability of the impact on firms.

Most firms felt their attitudes to training had changed. In particular:

· all companies now felt better able to identify future training needs

· 92% felt more aware of the benefits of training in general; more aware of the need to train staff; believed they would be more likely to train their staff in the future; and are now more aware of local training providers
· Companies who had participated in 2005/6 were more likely to have made a positive change in their attitude to training and indeed all of these companies reported a change in attitudes on five out of the seven areas that they were asked about
Table 4.18: Changes in attitudes to training
	
	04/05 firms
	05/06 firms
	Total

	
	No
	%
	No
	%
	No
	%

	More aware of benefits of training
	15
	88
	8
	100
	23
	92

	More aware of need to train
	15
	88
	8
	100
	23
	92

	More likely to train staff in future
	15
	88
	8
	100
	23
	92

	Better able to identify future training needs
	17
	100
	8
	100
	25
	100

	Investing more money in training
	11
	65
	6
	75
	17
	68

	More willing to give staff time to train 
	15
	88
	5
	63
	20
	80

	More aware of local providers of training
	15
	88
	8
	100
	23
	92


These results are encouraging and indicate some of the softer outcomes of the programme, in particular encouraging a culture of learning and promoting a more structured approach to training within firms.

Conclusions
· 23 firms received a training needs analysis as part of the process, whilst 2 firms received financial support based on already identified training needs

· by far the most common types of training needs identified and funded were statutory training and job specific training

· the most commonly identified barriers to training were finding time to allow staff to train (56% of firms) and the costs of training (52% of firms)
· companies joining the programme in 2005/6 were less likely to have been providing training than those joining in 2004/5, suggesting that in its second year the programme was better targeted at those requiring assistance

· the vast majority of training plans (87%) identified training that had not previously been considered and had not previously been undertaken

· as a percentage of turnover the funding offered through the construction learning accounts matched the financial resources that employers were already investing in training, thereby doubling the amount of money spent on training
· only one third of companies have made progress with the training, which considering more than two thirds of the sample were awarded the funding in 2004/5, suggests that progress has been slow if the reporting was accurate.  The fact that all 25 companies reported on the positive impacts that the training had on their firm suggests that the low response to the question about progress might be inaccurate.  Companies were asked how much progress they had made, so perhaps they didn’t respond because they were unsure about the extent of the progress, rather than them not having made any progress at all
· the responses received to the question about progress suggest that 2005/6 companies appear to be making progress more quickly than those who received support in 2004/5.  As they will have begun carrying out the training more recently it might just be that they were more readily able to recall levels of progress. Alternatively support in 2005/6 may have been more effective, or more proactive companies may have been recruited in year two 

· the programme appears to have had some success in widening the types of training that firms offer employees, namely by funding higher proportions of management, IT and job specific training, which in turn are featuring more in companies’ planned training activities
· in terms of training that was funded by the construction learning accounts, companies identified over 57% additionality, with a further 20% being identified in terms of training that wasn’t funded through the programme 

· companies felt that the construction learning account had a number of positive impacts on their business, in particular by improving staff retention and reducing costs, and in terms of increased turnover an indicative impact figure of £658,350 has been calculated 
· in terms of attitudes companies were found to have a more positive attitude to training having participated in the programme.
5
PROJECT DELIVERY – OTHER CSAP ACTIVITY
Introduction

This chapter sets out a brief review of the activity delivered under the other elements of the Construction Skills Action Plan contract between SE Borders and BCIF.  It focuses on activity delivered in support of the objectives relating to:

· the Borders Construction Training Group
· development work with schools and unemployed groups

Borders Construction Training group
Initial objectives

The Borders Construction Training Group was viewed as a key intervention in the CSAP innovation fund project.  The initial approval paper in support of the project stated a target for the Training Group to recruit 50 members and identified a number of aims:

· to identify shared training needs amongst local construction businesses

· achieve economies of scale / and or encourage training providers to meet those needs

· to increase the amount of locally available training

· to establish a sustainable forum for identifying and meeting the training needs of local businesses.     

The consultants carried out an assessment of the delivery of the Borders Training Group through a number of routes including:

· interviews with the BCIF training officer and BCIF co-ordinator

· consultations with SE Borders staff

· attendance at a meeting of the Borders Training Group.

The interim evaluation identified a range of issues including 

· recruitment of group members

· the role and function of the group

· sustainability and future development of the group
· achievement of original group objectives. 

5.2.2
Recruitment of group members

The initial aim was that the Training Officer would recruit companies into the Training Group through direct marketing and word of mouth.  Membership of the group was set at £50 and companies receiving a 10% discount on courses organised by through the BCIF.  In the first twelve months of the contract only 10 companies had formally joined the group, although a number of other companies had expressed an interest in getting involved.  Some concerns were expressed in the interim evaluation about the ability of the group to meet its target membership of 50 companies by April 2006 and identified a number of issues were raised surrounding from the first twelve months of the project

· in 2004/05 the training officer placed an emphasis on delivering the Construction Learning Accounts element of the project - as a result efforts to increase recruitment of group members have been less intense than anticipated

· there had been a lack of clarity between the activity of the Borders Construction Industry Forum and that of the Training Group (which were conceived as separate entities. This was perceived to have undermined the willingness of local companies to join the group and a lack of clarity over what the benefits of membership might be. 
By March 2006 it is clear that some significant progress had been made following the interim evaluation. 

· the marketing of Training Group led activity was clarified and is now marketed under the BCTG banner as opposed to the BCIF banner

· the process for applying to joint the group has been simplified and can now be made via the internet

· renewed efforts have been made to encourage companies who have undergone a TNA to join the Training Group, largely undertaken by the Training Co-ordinator
· existing Training Group members were encouraged to nominate sub-contractors or partners who might benefit from membership and to encourage them to join.
As a result membership of the group had increased to around 40 companies by April 2006.  This is still below the initial target of 50, but represents significant progress in the last twelve months.   

5.2.3
Role and function of the group

The consultations and GEN’s attendance at the Training Group meeting in early 2005 both suggested that there was a lack of understanding and clarity about the role and function of the group during the first twelve months of the project:

· the group had met on few occasions since its inception.  
· in January 2005 we were informed that a scheduled meeting had been cancelled due to a lack of a clear agenda.  
· when the group did meet much of the debate had focussed on:
· establishing the protocols for the operation of the group

· identifying who should act as office bearers for the group

· agreeing membership criteria  and approving applications for group membership 

· discussing ways in which courses organised by the training officer can be marketed. 

The interim evaluation suggested that some early action was required to clarify the function of the meetings and to inject some momentum into the group’s proceedings.  Again some significant progress appears to have been made in the last twelve months:

· Training Group meetings have now been held in a variety of locations around the Borders in an attempt to increase attendance

· average attendance at the meetings has increased throughout the year with 18 companies attending the meeting in February

· the Training Group has also been successful in attracting both local training providers and representation from the CITB – and there is evidence that these providers have increased the scale and scope of training provided locally.  This is an important success for the Training Group.  
· the agenda from the training group has moved away from procedural issues towards discussing shared training needs and highlighting and publicising training courses that are being delivered on behalf of the group as well as independent activity being arranged by members

· there is evidence that the Training Group is also acting as an informal mechanism for sharing costs of training and access to training – although this often takes place outwith the formal setting of training group meetings.  
The consultations with BCIF in early 2006 identified one other important issue.  The training officer commented that the main route for identifying shared training needs continues to be through the delivery of the Construction Learning Accounts TNA, with a large proportion of the courses marketed through the Training Group first identified through this route.  
A key role that the Training Group plays in respect of these courses, however, is to encourage the participation of other Training Group members.  While these companies may not have prioritised a given course, some choose to participate in training given its local availability.  In addition training courses marketed through the Training Group have been attended by companies who are not members of the Group and/or have not carried out a formal TNA with the Training Officer.    As a result the Training Group is playing an important role in expanding demand for training amongst construction businesses, albeit that the TNA’s have played an important underpinning role in bringing this training forward.  
5.2.4
Sustainability and future development of the group
The initial application for CSAP funding stated an aspiration that the Training Group would have made significant progress towards achieving financial self sustainability with a view to the Training Group operating on a not for profit basis in future years 

At the time of the interim evaluation some concern was noted about the ability of the Training Group to achieve that objective given the low levels of company participation shown in the first twelve months.  
Our assessment now is that a number of the factor conditions which had been preventing the Group from making progress towards that objective have been removed: membership has increased substantially and there is much more private sector engagement in the Group’s operation than was initially the case.  In addition the Training Group is now delivering some clear and identifiable benefits for members.  
As a result the Training Group has made significant progress towards self-sufficiency, however in our opinion the group is not yet at a stage where financial self sufficiency is possible. For this to happen one of two things would need to happen:

a local company or group of local companies would be confident enough to take on the full ‘costs’ of arranging the Training Group, namely booking and costs of accommodation; the publicising of meetings and the co-ordination of training

companies would see sufficient benefits from the training to pay a greater premium either in terms of Training Group membership fees, or on the cost of training to generate a surplus that would allow for payment to be made in respect of the Training Officers time.  

Given that the Training Group has only started to achieve its potential in the last twelve months we believe that neither of these scenarios is likely to be fully achievable in the next twelve months and further support for the development of the training group may need to be considered.  

Work with schools and unemployed groups
5.3.1
Initial objectives

One of the key aims of the CSAP project was to raise the profile of the construction industry as a career option for unemployed people and for school leavers. 
The original contract with BCIF set out a relatively flexible set of expectations in this area including:

developing a local project integrated with Careers Scotland to stimulate school children with a view to taking up careers in the industry

developing integrated recruitment, training and development solutions with JobCentre Plus, Careers Scotland, CITB and local and national training providers 

These targets were deliberately set to be less prescriptive than for the other two components of the CSAP project.  Our discussions with SE Borders stated that a key part of the contractor’s role would be to develop and implement projects over the duration of the contract, that were appropriate to the specific needs of the Borders industry.  

5.3.2
School groups

Our consultations identified a number of ways in which the Training Officer has attempted to raise the industry’s profile amongst school pupils:

the Training Officer has attended events such as Make it in Scotland, National Construction week and the Careers Scotland’s recruitment fair, and has liaised with CITB to support their presence at local schools events. 
the Training Officer organised an  construction careers day in September 2005 to provide S4 students and College students with information about further careers in the industry.  The event was attended by over 200 students and offered the opportunity to meet people from the sector and try some practical exercises. The initial event was viewed as a success by the schools and agencies who participated and there are now plans to build on this format. 

other activities currently being planned include competitions in schools as a means of engendering interest in construction amongst primary school pupils, linked to the Waverley Rail Link project.  
contact has been established with the Borders Determined to Succeed co-ordinator with a view to implement a construction led project for primary schools in 2006/2007.

5.3.3
Training solutions for unemployed groups
The consultations and review of activity suggested that progress in this area had been relatively limited in comparison with work with school students.  

the Training Officer approached City of Edinburgh Council’s Ambition Construction project, to explore the potential for extending the project into the Borders.  Around 6 individuals took part in the pilot project, however only one has subsequently remained in the industry (as a painter and decorator) while several others reverted back to benefits after a short time
.  The programme has subsequently been discontinued by City of Edinburgh Council and Jobcentre Plus

other attempts to encourage companies to take on additional adult apprentices, particularly from unemployed groups have been limited – with the Training Officer stating that companies who have been approached to do so have been generally unwilling to get involved

nevertheless the Training Officer did arrange for CITB to make a presentation to Training Group members in early 2006 on the range of financial support available to companies recruiting apprentices in an attempt to generate further interest from local companies.

Our assessment would be that this element of activity has been the part of the CSAP funded project where there has been least progress.  This implied ‘criticism’ however has to be set in the context of two important issues:

· supporting unemployed groups to access employment in the industry and encouraging companies to increase apprenticeship recruitment is a difficult challenge.  GEN have evaluated and advised a number of other projects across Scotland which have faced difficulty in achieving these objectives – in spite of having significant financial and human resources underpinning the development and delivery

· the contractor has made significant (and indeed successful) efforts to address shortfalls identified in other elements of the programme at the time of the interim evaluation
Our discussions with the client and the contractor highlighted that some important learning had been achieved from this part of the programme.  With the benefit of hindsight to appears clear that the aspirations for this part of the project were probably over ambitious given both the scale of human resource dedicated to this part of the project, the difficulties in engaging unemployed groups locally in the Construction industry and the efforts that were likely to be required to deliver the other two elements of the CSAP contract.  

In essence both BCIF and SE Borders had to prioritise the emphasis that was placed on the three parts of the contract, with more focussed effort being made to deliver the CLA’s and the Training Group.  Given the successes that have been achieved with these parts of the contract we believe that this was almost certainly the right decision.  At the same time it is clear that BCIF has delivered a number of important achievements in spite of the issues we have highlighted.  

6
CONCLUSIONS AND RECOMMENDATIONS 
Introduction

In this final chapter we set out some our conclusions from the evaluation based on the review of the management information, the company survey our consultations with SE Borders, BCIF and the Borders Training Group.  

The conclusions are based around the three key activity streams of the CSAP Innovation Fund project namely:

Construction Learning Accounts

· Borders Training Group

work with school and unemployed groups

The chapter concludes by offering some recommendations on future delivery.  
6.2 Conclusions

6.2.1
Construction Learning Accounts
The review of the Construction Learning Account element of the project has revealed a number of positive messages and there is strong evidence to suggest the project appears to be working well.  In terms of activity:
the activity targets in terms of TNA’s delivered and Training Plans agreed have been exceeded by a factor of 2

the project is well targeted on companies with need – a majority of those participating had no formal training plan in place prior to participation

the delivery of the TNA and the service provided by the contractor and SE Borders is rated highly by companies

There is also strong evidence that the TNA and training plan process is working well and is having an impact on company training practices:

the TNA identified training needs amongst 80% of the employees in participating companies 

although dominated by job specific and basic training requirements, the training needs identified were wide ranging and covered soft skills, IT skills and management and supervisory skills

· there is evidence to suggest that soft skills, IT skills and management and supervisory skills were more likely to be prioritised in the Training Plans than was the case for job specific and basic training requirements – this is positive as it marks a slight shift away from traditional training patterns in the industry

the majority of companies made good progress with implementing the training needs prioritised in the training plans – although a small number of companies had made no progress at all

There is good evidence that the project is having an impact on company attitudes to training:

all companies surveyed felt they were better able to identify future training needs

more than 90% stated they were more aware of the benefits of training and more likely to train staff in the future

more than 90% were more aware of local providers of training

almost 70% stated they were now willing to invest more money in training.

A small proportion of companies were able to identify impacts on business performance as a result of taking part in the programme.  Based on the survey responses we would estimate that the project has led to impacts of:

· increased turnover in the region of £658,000 for Borders companies

· the creation of 10.5 new jobs and the safeguarding of a further 2.5 jobs

· cost savings and increased profits in the region of £140,000 for Borders companies. 

6.2.2 Borders Training Group

Progress with the implementation of the Training Group was raised as a concern at the time of the interim evaluation in 2005.  Since then some significant progress has been made:

membership of the Training Group has increased to 38 companies, although this remains below the initial target of 50 companies 

Training Group meetings have now been held in a variety of locations around the Borders  and average attendance at the meetings has increased throughout the year with 18 companies attending the meeting in February

the agenda from the training group has moved away from procedural issues towards discussing training needs and highlighting and publicising training courses that are being delivered on behalf of the group 

there is evidence that the Training Group is also acting as an informal mechanism for sharing costs of training and access to training – although this often takes place outwith the formal setting of training group meetings.  
Given the increase in membership and the level of activity being delivered through the group, there is potential in the future to make the group self sustaining financially – although we would conclude that the Group is at too early a stage for this to be the case at the moment.  

6.2.3
Work with Schools and Unemployed groups

The Training Officer has been involved in a wide range of activities to promote careers in the industry to school students and young people including:

Make it in Scotland, National Construction week and the Careers Scotland’s recruitment fair, 

organising a  construction careers day in September 2005 to provide S4 students and College students with information about further careers in the industry which was attended by over 200 students 

establishing contact with the Borders Determined to Succeed co-ordinator with a view to implement a construction led project for primary schools in 2006/2007.

Work with unemployed groups has the weakest part of the CSAP funded project, with relatively low levels of activity.  This ‘criticism’ however has to be set in the context of three important issues:

· supporting unemployed groups to access employment in the industry and encouraging companies to increase apprenticeship recruitment is a difficult challenge.  GEN have evaluated and advised a number of other projects across Scotland which have faced difficulty in achieving these objectives – in spite of having significant financial and human resources underpinning their development and delivery.

· the contractor has made significant (and indeed successful) efforts to address shortfalls identified in other elements of the programme at the time of the interim evaluation

· with the benefit of hindsight to appears clear that the aspirations for this part of the project were probably over ambitious given both the scale of human resource dedicated to this part of the project, the difficulties in engaging unemployed groups locally in the Construction industry and the efforts that were likely to be required to deliver the other two elements of the CSAP contract.  

6.3
Recommendations on future delivery

Our overall conclusion on the delivery of the project is that the CSAP Innovation fund project has been successful and has had a significant impact on local construction companies.

It is important to note that this was the first time that SE Borders had targeted skills and workforce development activity on the Construction sector in a focussed way.  Inevitably this resulted in some projects taking longer to fully develop their potential (and their impact) than others.  Nevertheless, in our view, both SE Borders and BCIF should be commended for the efforts that have gone in to understanding where projects were and were not working and applying the lessons learned in an effective manner.  The interim evaluation also played a useful role in helping to focus the project in its second year of operation. 

The fact that this is a relatively new set of interventions has also influenced our recommendations on future delivery.  In essence there is strong evidence to suggest that, while the projects have already made a significant contribution to the development of the Construction sector in the Borders, there is strong evidence that they can continue to deliver more.  Put another way, it could be argued that one of the key achievements of the project has been to overcome inertia in the sector in terms of attitudes to training and workforce development.  This relates not only to local companies, more of whom are now training, who are now training their staff more, and are training their staff in different ways; but also to local training suppliers – who are now meeting this increased demand from Borders companies and importantly are meeting it locally. 
Our key recommendation therefore is that the momentum achieved through the first two years of the project should continue to be built on.  To fail to do so would, in our eyes, represent a significant missed opportunity.

To that end therefore we would make the following specific recommendations:

6.3.1
Construction Learning Accounts

	Recommendation 1 – Retaining Training Needs Analyses

We believe there are strong grounds to continue to offer the TNA tool to construction companies who meet the eligibility criteria and who do not have a formal training plan in place.  So far the intervention has worked with 66 companies, who represent about 20% of the construction business base in the Borders.  In essence therefore there are still a large number of companies that the intervention could target.  Identifying training needs in these companies will also help to underpin the work of the training group, by identifying and building demand for training activity.  




	Recommendation 2 – Reviewing progress with training plans
In total 66 companies have progressed through the project and have training plans in place, either as a result of TNA’s or the companies own activities.  The survey data suggests that all have made some progress with training activities, but that implementation of training plans in their entirety has been mixed.  

We believe that consideration should be given to targeting companies who have made least progress with their training plans, and the training co-ordinator making short visits to review the content of the training plan and explore barriers to further training. While we understand that this goes on, on an informal basis, we believe there is merit in making this a formal element of the Training Officer’s role, with appropriate targets set for encouraging companies to remain, or return to training activity. 


	Recommendation 3 – Financial support for training activity
It is clear that for many companies the opportunity to part find training is a key initial attraction of the CLA intervention.    We would recommend that in broad terms the concept of the Learning Account should be retained for companies who are undertaking an initial TNA or are entering the project for the first time.

We would suggest however that there are opportunities to amend the levels of support that are attached to different types of training.  In short companies should be offered better incentives to undertake training they are less likely to do and/or have the potential to make a greater impact on business performance.  At the same time less attractive incentives should be offered for those types of training that companies are more likely to be undertaking.  

In essence therefore a new model support might see SE Borders offering financial support   on a sliding scale as follows:

Management and supervisory training – up to 50%

IT training – up to 50 %

Soft skills training – up to 50%

Job specific – up to 25%

Basic and statutory training – up to 25%

This sliding scale could bring a number of important benefits:

· it targets support on ‘hard to reach’ training issues

· it sends a clear incentive and message to companies

· based on previous spend patterns it frees up a significant proportion  of the CLA budget which could be used to target a wider number of companies, without increasing overall resource commitments in this part of the project.


6.3.2 Training Group

	Recommendation 4 – Moving the Training Group to sustainability
The final evaluation has highlighted that the Training Group has already made significant steps towards achieving sustainability and now hs an extended membership and a clearer focus.  These achievements however have mostly been achieved in the last twelve months.  

We believe however that to maintain the momentum of the group further financial support should be made available to allow the Training Officer to act as the secretariat of this group.  

This financial support however should be contingent on the agreement and implementation of an ‘exit plan’ within the next 18-24 months.  We firmly believe that the Training Group will have play the primary role in developing and implementing this plan, however it is likely that SE Borders might have to play a lead role in stimulating this discussion initially.  

The exit plan or sustainability plan should seek to identify ways in which the training group can continue to perform their role in the absence of Scottish Enterprise funding to underpin the role of the Training Officer.  Options that could be considered include:

seeking alternative sources of public sector support, perhaps from CITB, in their role as a Sector Skills Council

assessing the extent to which the private sector, including training suppliers, may be willing to perform the role of co-ordination, or pay for that role in the way that SE Borders currently does

looking at ways to generate sufficient income (either through increased memberships or a small premium on training courses)  to make payment for the co-ordination role possible 




6.3.3 Schools and unemployed activity
	Recommendation 5 – Working with schools groups and the unemployed
The evaluation of the project suggested that while progress had been made to develop a range of activities aimed at raising the profile of industry amongst school children, there had been less success in developing interventions that linked unemployed people with employment opportunities.  The evaluation noted a lack of willingness on the part of companies to engage with projects targeted at the latter group, and a lack of resource with which to tackle this issue.  

Going forward we would recommend that these difficulties are reflected in any future CSAP project.  In essence we would recommend that:

the Training Officer is given a clear remit to continue to identify and develop, in liaison with local partners, projects which look to provide young people with a better appreciation and awareness of career opportunities in Construction

developing projects which target unemployed groups should not be a primary role of the Training Officer.  Instead they should seek to identify projects which might be extended into the Borders

where these are identified their implementation should be considered on a case by case basis by SE Borders, with a view to delivering them through a separate budget line from the CSAP project where there is strong case for doing so and there is evidence of string demand from local businesses. 
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� SE Borders did not directly fund any of the individual trainees on this programme – therefore it has not been a major focus of this evaluation. 
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