Interim Evaluation of the Skills for the Future Project 

1 Introduction

1.1
Introduction

GEN Consulting were commissioned by Scottish Enterprise Borders (SEB) to carry out the interim and final evaluations of Skills for the Future, a workforce development programme for small businesses in the Borders area. Support from the project is mainly for client and account managed companies to increase their uptake of training. The interim evaluation concerns Phase One of Skills for the Future which assists firms to identify, prioritise, source and take up appropriate training. 
1.2
Interim evaluation – key aims

The brief for the study and the GEN proposal set out a number of key aims for the interim 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 to performance of the programme.
The findings of the interim evaluation will set the baseline for the final evaluation which will pick up on many of the same areas in measuring the impact on firms who have participated in the programme.
1.3
Methodology

The interim evaluation has been carried out over a short 6 week work programme and has included:

· a review of the approval papers for the project

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

· consultations with:

· account and client managers at Scottish Enterprise Borders

· the Training Partner at Learn Direct Scotland responsible for  providing training solutions for small businesses in the Borders

· the consultant at QTDL responsible for carrying out Training Needs Analyses and producing training plans

· a survey of participating businesses to assess the delivery of the training needs analyses and subsequent training plans

1.4
Report Structure

This report presents the findings from the interim evaluation of the Skills for the Future project and is set out as follows:

· Chapter 2 presents a description of the project, its delivery model and project targets and outlines progress to date

· Chapter 3 outlines the characteristics of companies participating in Skills for the Future and reviews progress with the implementation of training

· Chapter 4 sets out some emerging issues from the evaluation and contains recommendations for future delivery
2 Project Description
2.1
Introduction

This chapter provides a background to the Skills for the Future programme 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

· sources of funding obtained by SE Borders

· targets set by SE Borders at the implementation stage.
2.2
Project rationale
The Skills for the Future project was launched in March 2004 by SEB in response to evidence which suggested that companies in the Borders area failed to plan or invest in training and in many cases were unaware of how to plan or indeed source training. A common reason for such market failure was the company’s perception that an element of risk was involved in the provision of training, particularly in relation to staff turnover. Skills gaps in the Borders were also apparent when compared to the Scottish average, and there was a perceived ambivalence amongst companies as to how this would affect their business in the future.

The table below shows some key findings from the Futureskills Scotland Employers Survey 2002:

Table 2.1 Comparisons between Borders and Scotland on training
	% of businesses
	Borders
	Scotland

	with an HR plan
	20
	29

	with a training plan
	31
	38

	with a training budget
	25
	30

	reporting a skills gap

	21
	16


Source: Futureskills Scotland Employers Survey (2002)
2.3 Aims and objectives of the programme

The approval paper presented to the Scottish Enterprise board in 2004 sets out the objectives for the Skills for the Future project. These are as follows, to:

· increase the uptake of training amongst SMEs within the Borders area

· allow companies to develop a greater understanding of the value of improved skills to business growth

· facilitate the definition of training needs

· encourage greater planning and investment in people and skills.
2.4
Project delivery method
Skills for the Future (SFTF) is delivered using a partnership approach. The main partners involved in the process are as follows:

· SEB Skills and Learning

· SEB client and account managers

· QTDL Consultants and associates

· Learn Direct Scotland Training Partner for the Borders 

Generally, companies are ‘recruited’ onto SFTF through their client or account manager. This follows the Business Review, an annual process undertaken by SEB client and account managers. Upon identification of skills issues and if it is felt that economic benefits will result from additional investing in training, the company will be offered a Training Needs Analysis (TNA). 

For SFTF, the TNA is undertaken by an external consultant using a specialist piece of software. The TNA 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 the TNA, a training plan is produced which outlines all training requirements for all members of staff. This training plan is then prioritised with assistance from the consultant. 

The prioritised training plan is sent to Learn Direct Scotland who will provide a list of costed options for each of the training requirements identified in the plan. This is generally sourced from the National Database of Learning Opportunities. Once the firm has been assisted by the Consultant to prioritise its preferred training options an offer of grant – or training contract – is offered by Scottish Enterprise Borders. Certain training requirements will be supported by SEB to up to 50% of the cost. The firm can draw down this grant following their employees’ attendance at courses specified.
2.5
Funding

The project was approved to be delivered over two years. Funding for 2004/05 was as follows:

· SEB: £11,890

· Scottish Borders Council: £8,788

· ESF Objective 3: £21,572. 

2.6 Targets
For 2004/05 the targets for the Skills for the Future project were as follows:

· 30 businesses to be recruited onto the programme

· TNAs to be carried out with these firms

· training to be identified and prioritised 

· training to be sourced by Learn Direct Scotland
· Funding to be identified from SEB budgets as appropriate
Chapter Three below discusses the extent to which these targets, and the more general objectives of the programme, are being met. 

3 Project delivery

3.1
Introduction
This chapter of the report looks at the performance of the Skills for the Future project based upon:

· management information supplied by SEB

· results of a survey of SFTF participant firms carried out by research resource in February 2005.

In particular this section examines:

· characteristics of the companies participating on Skills for the Future
· training activity of these firms prior to participating in the programme
· barriers to undertaking training
· satisfaction with the delivery of the training plan
· the content of training plans produced as a result of the Training Needs Analyses undertaken with firms
· progress with the implementation of training plans
· perceived additionality of support
· future attitudes to training.

3.2
Companies recruited


30 companies were recruited onto Skills for the Future. Of these, 22 companies commenced the TNA process and 8 submitted training plans that were felt to be comprehensive enough to allow the TNA process to be foregone. Of the 30 companies, 4 companies deferred involvement due to internal re-organisation
 and 2 withdrew from the programme
. The TNA process was completed by 16 firms
. 
The key messages about the characteristics of firms are highlighted below:
· participating companies are drawn from a wide range of sectors, although between them food and drink and manufacturing businesses account for half of all participating companies, see Table 3.1 below
· approximately 788 individuals were employed by the companies concerned, with 762 on a full-time basis and 26 on a part-time basis

· the majority of companies employed between 11-25 employees (46%) with over 20% employing 101 people or more
· 70% of firms were in contact with account or client managers.
Table 3.1 Number of firms operating within each sector

	Sector
	Number

	Manufacturing
	4

	Food
	4

	Tourism
	2

	Sales
	1

	Textiles
	1

	Agriculture
	1

	Construction
	1

	Housing
	1

	Care
	1



N=16
Source: SEB Management Information
3.3
Previous training activity
Companies were asked a number of questions about their previous training activity.  Of the 20 companies interviewed, the majority of companies had training plans in place prior to participation on the programme (60%). 
All companies were engaged in some form of training, with the key messages from the survey as follows:

· more than one-third of companies were offering no training in soft skills, management and supervisory skills and IT, prior to taking part on the programme
· training was more likely to be offered on the job, with exception of IT and Management and Supervisory Skills.  In terms of the numbers of employees undertaking training within each area
· the majority of training involved less than 20 people, for both on the job and off the job training
· basic and job-specific training was most likely to involve a larger number of trainees, for both on and off the job training
Table 3.2: Training activity prior to participating in the programme.
	
	On the Job
	Off the Job
	Neither
	Total

	
	No
	%
	No
	%
	No
	%
	No

	Basic
	15
	75
	13
	65
	3
	15
	20

	Soft skills
	10
	50
	8
	40
	7
	35
	20

	Management and Supervisory
	9
	45
	10
	50
	7
	35
	20

	Job-specific 
	16
	80
	12
	60
	3
	15
	20

	IT
	10
	50
	12
	60
	7
	35
	20

	Other
	0
	0
	0
	0
	20
	100
	20


    N=20
Source: Company Survey
Spend on training before participating in Skills for the Future

Companies were also asked about the amount of money they were spending on both ‘on the job’ and ‘off the job’ training in the year prior to participation. Of the firms interviewed, only six were able to give answers for ‘on the job’ training and eight for ‘off the job’. 
Spending was generally low with:

· only three companies spent more than £10,000 on ‘on the job’ or ‘off the job’ training

· spend on ‘on the job’ training was lower for most firms than ‘off the job’.

The amount spent by companies on each training area varied between ‘on the job’ and ‘off the job’ training:

· spending was generally less than £1,000 on soft skills, management and supervisory, and basic skills, in terms of both ‘on the job’ training and ‘off the job’ training
· although job-specific training was undertaken by most firms in some form, only one firm spent more than £5,000 in this area
· only one firm spent more than £10,000 in terms of IT skills and basic skills
Table 3.3 below describes the amounts that were spent by the firms who answered this question in the telephone survey (6 and 8 for ‘on the job’ and ‘off the job’ training respectively): 
Table 3.3 Previous spending on training
	
	On the job
	Off the job

	Less than £1,000
	2
	1

	£1,001 to £4,999
	3
	3

	£5,000 to £9,999
	0
	2

	Greater than £10,000
	1
	2

	Total
	6
	8


Source: Company Survey
3.4
Barriers to training

Companies were asked to consider the main barriers that had prevented them from carrying out training in the past in relation to both ‘off the job’ training and ‘on the job’ training.  
The key messages from the survey were:
· 25% of companies interviewed reported no barriers to training

· barriers to training were relatively consistent for both ‘on the job’ and ‘off the job’ training

· the main barriers to training were related to the company not having the financial means or time to undertake training
· lack of training provision locally was a common concern for between 20-25% of firms
· only 10% of firms stated that they did not train staff as they did not see the need to do so.
Table 3.4 Barriers to undertaking training prior to participation 
	
	% of firms

	Type of barrier
	On the Job
	Off the Job

	Couldn’t afford training
	50
	55

	Didn’t have the time to let staff train
	60
	60

	Lack of local provision
	20
	25

	Didn’t know where training was needed
	10
	10

	Didn’t understand the need to train
	10
	10

	Staff would leave to go elsewhere
	15
	15

	No barriers
	25
	25


N=20

Source: Company Survey

3.5 Delivery of the TNA by the consultant
Companies were asked to rate the delivery of the TNA against a number of criteria.  The survey findings revealed that:

· 65% of the companies interviewed strongly agreed or agreed that the consultant carrying out the TNA had understood their business,  10% disagreed with this statement, whilst the remainder were unsure
· three quarters of the companies felt that the TNA had been undertaken in a professional manner, with 10% stating that this had not been the case
· 65% of companies felt that the information requested by the consultant was clear and easy for them to provide, and that information provided to them was done so within the agreed timescales
· 55% of companies felt that the training plan was aligned to their business growth needs and identified the priority actions which the company should take, although 10% of companies did not
· half of the companies interviewed felt that the options provided for the delivery of training were clear 
· the majority of companies agreed that training plans were clear about which employees should undertake training. 
Overall the survey findings are positive, although as outlined above, a small minority companies felt that training plans were not aligned to business needs. 

3.6 Content of TNAs

The 16 initial training plans produced from the TNAs were analysed individually by the consultants in order to consider:

· the number of employees identified as having a training need

· the occupational classification of these employees
· the types of training to be considered for each of these employees.

Number of employees with a training need

196 employees were identified as having a training need within the plans
.  A large proportion of employees with training needs were managers and associate professionals, with only a small proportion of professionals, administrative staff and skilled tradespeople identified as having a training need. 
Table 3.5: Number of employees with training need – split by occupational classification

	Classification
	Number of employees
	%

	Managers and senior officials
	36
	18

	Professional 
	15
	8

	Associate professionals
	45
	23

	Skilled trades
	15
	8

	Administrative staff
	11
	6

	Sales and customer service
	25
	13

	Machine operatives
	23
	12

	Elementary
	26
	13

	Total
	196
	100


Source: SEB Management Information
Training needs identified

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 SEB. Ideally, these prioritised training plans would have been analysed to then make comparisons. However, these were not available at the time of the interim evaluation.

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 a diverse range of courses such social care, zinc plating and chemical analysis
· ‘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 and first aid. Statutory training could be included here, though this would not subsequently be supported

· ‘other’ which was used specifically for courses which could not easily fit into the other five categories or were not clear from the data.
As may be expected due to the variety in the size and sector of the firms involved, the areas of training identified were extremely diverse. In total 810 training needs were included in the 16 initial plans.

The survey suggests that 

· there was an almost equal percentage of needs identified in terms of management and supervisory, job-specific, soft-skills and basic training

· only 12% of training needs identified related to IT.

Table 3.6 below gives the breakdown of training needs identified by type of training.

Table 3.6 Analysis of employee training needs identified in TNAs.

	Type
	No
	%

	Management and supervisory
	184
	23

	Job-specific
	181
	22

	Soft skills
	168
	21

	Basic
	163
	20

	IT
	96
	12

	Other
	18
	2

	Total
	810
	100


Source: SEB Management Information 
3.7 Implementation of training identified in training plans

Companies were asked about the progress they had made to date with the training identified in the training plans. 
In terms of training completed to date:

· overall the most progress in terms of completing all training identified was in relation to basic and job-specific training with around 21% of firms completing this.

· between 35-50% of firms had not undertaken any training at all in each area, although this was particularly common in relation to IT and management and supervisory skills.  
· progress in terms of IT training was particularly slow with only 3 out of 13 firms undertaking any training at all and no firms undertaking 100% of training in this area.

Graph 3.1 below illustrates the findings of the survey. It shows that the total number of firms who answered this question varies by type of training.

Graph 3.1: Progress with training against training plans
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Source: Company Survey
In terms of what level of training companies were likely to undertake against their training plans in the future:

· in general around half of the firms expected to undertake all of the training identified within the next twelve months

· 5 firms in each of the training areas were unlikely to carry out any of the training identified in the training plan in the next twelve months.

Graph 3.2 below gives further detail.
Graph 3.2: Expected future progress against training plans
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Source: Company Survey
Companies were asked what would prevent them carrying out training in the future.  In terms of ‘on the job’ training:

· 40% identified cost barriers

· 50% identified time constraints

· 50% of companies felt that nothing would stop them training their employees in the future.

In terms of ‘off the job’ training

· 45% identified cost barriers

· 55% identified time constraints

In the case of both on the job and off the job training, none of the companies stated that they would not train staff as they did not see the need or did not know where training was required. When asked about past barriers to training, 10% of companies had mentioned that they did not appreciate what training requirements were and did not see the need to train, so there has been something of a shift here, albeit a small one.
3.8 Additionality

Additionality resulting from the initiative differed between the various categories of training analysed. The key messages are as follows:
· ‘additionality’ can be estimated at around 47%, as shown below in Table 3.7
 which suggests medium additionality
· ‘non-additionality’ is running at around 53% and was highest in management and supervisory, job-specific and soft skills training
· within almost every training area, around 25% of companies stated that without identification the training would not have gone ahead until a later date.

· around 25% of training in areas such as basic skills and job-specific skills would have taken place with fewer employees
Table 3.7 In the absence of TNA support what would you have done in terms of the training you have carried out?
	
	Gone ahead anyway

0% additionality
	Done, but later

50% additionality
	Done, but fewer staff

50% additionality
	Not done

100% additionality
	Total

	Number of responses
	23
	16
	10
	18
	67

	% of total responses
	34%
	24%
	15%
	27%
	100%

	Addition-ality
	0
	12%
	7.5%
	27%
	47%

	Non-additionality
	34%
	12%
	7.5%
	0
	53%


Source: Company Survey
In terms of additionality gained from the financial support provided to firms through the programme, the key messages are as follows:

· overall, additionality is 50%, as is non-additionality meaning that again, the programme is medium in terms of additionality
· the training for which funding support was granted would for the majority of areas have been undertaken anyway though perhaps later on, if funding had not been provided  
· the exception of this is for IT skills where 46% of companies felt that training would not have gone ahead but for the funding offered.  
Table 3.8 In the absence of financial support what would you have done in terms of the training you have carried out?
	
	Gone ahead anyway

0% additionality
	Done, but later

50% additionality
	Done, but fewer staff

50% additionality
	Not done

100% additionality
	Total

	Number of responses
	18
	25
	6
	18
	67

	% of total responses
	27%
	37%
	9%
	27%
	100%

	Addition-ality
	0
	18.5%
	4.5%
	27%
	50%

	Non-additionality
	27%
	18.5%
	4.5%
	0
	50%


Source: Company Survey
3.9 Future attitudes to training and use of the TNA tool.

As a result of participation with this programme:

· 60% of companies are more aware of the benefits of training;
· 65% are more aware of the need to train staff;
· 60% are more likely to train staff in the future;
· 65% of companies feel better able to identify future training needs; 
· 60% of companies are more willing to invest money in training;
· 50% are more willing to give staff time to train; and
· 55% are more aware of local training providers.

In terms of future use of the TNA training tool, 60% of the companies interviewed were quite or very likely to use this in the future, with only 20% stating that this was quite or very unlikely.  This was most likely to be done in order to identify and prioritise future training needs for both existing and future staff.

4 Emerging issues and recommendations for future delivery

4.1 Introduction

In this final chapter we set out some of the emerging findings from the evaluation based on the review of the management information, the company survey and our consultations with SE Borders, Learn Direct Scotland and the consultant involved in delivering support.
The discussion is based around:

· delivery of Skills for the Future

· progress with training

· sustainability

· process issues relating to Learn Direct Scotland’s involvement

The chapter concludes by offering some conclusions on project performance to date and recommendations on future delivery.  

4.2 Delivery of Skills for the Future
The review of Skills for the Future thus far has revealed some positive messages about the programme:

· there appears to have been adequate demand for the programme from client and account managed companies 
· the programme fits well with existing support being offered to these companies through the relationship management process, with 40% of participating firms not having formal training plan in place prior to SFTF
· the delivery of the service is rated highly by a significant proportion of the participating companies in terms of the TNA process itself, the training plan and training options generated 
· there is strong evidence that the intervention is additional mostly in terms of encouraging companies to undertake training earlier than they would have done, or training more employees than they otherwise would have done, although there is some evidence of pure additionality 

Nevertheless, a number of issues have been identified in the course of the evaluation. These are discussed below.
4.3 Progress with training

The business survey and the management information provided some mixed messages in terms of progress with training identified in the training plans:

· there appears to be a small number of companies who have made good progress towards  meeting most of the training needs identified in their plans

· by contrast there are a significant number of companies who have made little or no progress towards addressing the training gaps identified

· in general terms there appears to have been particularly slow progress in addressing training needs related to soft skills, management and supervisory and IT issues. 

There is a clear expectation that companies will make further progress with addressing training needs, however it is clear that not all companies will address all of the training needs identified in the training plan over the next twelve months. As mentioned before though, training requirements identified throughout the process were something of a ‘wish list’, needs that should be addressed by the company at some point in the future but not necessarily within the life of the project itself.
That said it does seem that progress is slow in some cases. Possible explanations for this could be that:

· sourcing training that is delivered locally has been identified as an issue. Whilst alternatives were always given, this lack of local provision may well be a contributory factor to lack of progress in some cases

· some companies have only come ‘on stream’ relatively recently and will therefore be further behind in terms of progressing with training

· some of the training needs identified by the training plan are not viewed as immediate priorities by companies. The evidence from the survey suggests that firms are reasonably happy that the Training Needs Analysis identifies specific training gaps for members of staff and that consultants understand the firm’s requirements. However, it could be that the training identified is not felt to be key to the operations and profitability of the firm

· some persistent barriers to undertaking training remain. Whilst Skills for the Future addresses one of the main barriers to training by providing a financial contribution to the cost of some courses, it does not address the other i.e. the time commitment required for staff to attend a training course, and the impact this can have on the operations of a firm. There is some evidence from the survey to support this point
· companies require further support or encouragement to continue to undertake training.

We would plan to return to these issues in the final evaluation.  

4.4 Sustainability

A key challenge for Skills for the Future will be to change the attitudes towards training in firms in a way that will see them continue to use the process of the Training Needs Analysis and prioritised training plans. The aim is that this attitudinal change will lead to more training taking place in firms than would otherwise have been the case.

Although it is too soon to make judgements on the future sustainability of the approach, early evidence so far suggests that attitudes are changing in some of the firms that have taken part. However, in many cases this has not yet translated into action in terms of the take up of training. 

The issue of sustainability is one which will be revisited in the final evaluation of Skills for the Future.

4.5 Process issues relating to Learn Direct Scotland’s involvement
In the course of our research, a number of process issues were identified in relation to the role played by Learn Direct Scotland (LDS) in delivering training options.  These include:
· time lags between LDS receiving training plans and providing training options for clients on some occasions. Possible explanations for this include:

· the unsteady rate at which training plans were received by LDS, meaning that bottlenecks would occur when a number plans were received at the same time
· there was no formal agreement between LDS and SEB as to how long delivery of training options should take, and no real prior knowledge of the LDS time commitment involved
· not all training solutions are to be found on the National Database of Learning Opportunities meaning that some had to be sourced more creatively. In addition, some options on the database were lacking in detail, and often LDS had to wait for further information, or get back to the client with incomplete information
· as LDS provide three costed options per training need, often the information which was to be passed to companies was bulky and unwieldy and not in a format suitable for passing to businesses. Summaries are now being produced (by LDS) which has been an adequate work around for this issue
· there were concerns about the extent to which the LDS database was picking up local provision of training.
Additional administrative resource was secured by LDS to assist with the delivery of training options for SFTF and Construction Learning Accounts in the Borders and so some of the issues above could perhaps best be viewed as teething problems that have become less of an issue as the project has progressed.
4.6 Conclusions and recommendations 

Conclusions

To summarise, feedback on the Skills for the Future project has been positive and delivery appears to be going well. In particular the programme:

· is filling a gap for relationship managers in terms of the workforce development support they can provide to their clients
· has provided the opportunity for enhanced partnership working with Learn Direct Scotland and has improved the LDS National database at a local level 

· has been well received by participating companies and delivery partners alike.
In terms of the impact upon companies there is evidence of:

· some additional training activity, mainly in terms of time and scale but also some pure additionality
· changed attitudes towards training in a small number of companies.
There are a number of issues worthy of further consideration, outlined above, which will affect the ultimate success of the programme.

Recommendations and lessons learnt
In order to achieve the aims and objectives of Skills for the Future it is recommended in the coming year that there is:
· close monitoring of progress with training being made by each company, either through the relationship management process or through the consultants having the additional role of encouraging process
· a focus on embedding the techniques and tools of the TNA within companies to promote longer term sustainability of the approach and a change in company attitudes and practice towards training
· more emphasis on evaluating company progress towards business goals as a result of the additional training taking place.
In addition, there are a number lessons that can be learnt in relation to the role of Learn Direct Scotland for smoother delivery of similar types of projects to Skills for the Future, including:

· delivering training plans at a more even pace in order to minimise the potential for bottlenecks 

· work could be done to ensure the database of training providers is more complete, in particular information on training organisations to contain costings, delivery details etc, as this would minimise time lags in the process
· closing the communications loop – i.e. allow feedback from LDS into the process which could in turn make improvements to:

· options specified in the training plans

· LDS understanding of the usefulness of the options generated

· clients’ understanding of training options generated
4.7 Final evaluation
The interim evaluation has considered:

· satisfaction with the process

· satisfaction with the outputs i.e. the training plans

· progress with training

· additionality 

· changes in attitudes towards training of participating firms.

It is the intention that the final evaluation, to be completed by February 2006, will pick up on these issues and in particular will:

· measure further progress being made against training plans by the same firms

· will again test changes in attitudes towards training

· seek to assess additionality 

The research undertaken for the interim evaluation will act as a baseline for the summative evaluation. The final evaluation will also seek to focus on:
· how training undertaken links to business benefits 
· how sustainable the project is going forward and what would be required next
· whether businesses approaches to training – as evidenced in training policies, spend, number of employees being trained– have changed as a result of participation in SFTF
· how the project addresses market failure

· wider impacts on the economy.
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� Project rational as set out in the approval paper for Skills for the Future.


� Skills gap being defined as where employers report that some employees are not fully proficient to do their jobs


� ES Black, Perident, Selkirk Glass and Wicken Fen


� Slumberdown and Bridgehaugh


� Mainetti is included within this number although the company essentially provided its own training plan. Nine other firms received offers of financial support having conducted their own TNA but the resulting training plans were not made available for analysis


� Employee information was only available for 13 out of the 16 companies concerned


� This data has been extrapolated from 11 training plans in which this information was available.


� In very few cases, some form of ‘statutory’ training has been supported, but only in the case where it would lead to a member of staff upskilling to take on a new role


� 0 – 33% = low additionality. 33 – 66% = medium additionality, more than 67% = high additionality
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