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INTRODUCTION
1.1
Introduction

GEN Consulting was commissioned by Scottish Enterprise Borders (SE Borders) to carry out interim and final evaluations of Skills for the Future, a workforce development programme for small and medium sized businesses in the Borders area. Skills for the Future assists firms to identify, prioritise, source and take up appropriate training linked to business growth objectives.
1.2
Final evaluation – key aims

An interim evaluation was undertaken in February and March 2005 followed by a final evaluation undertaken in the early part of 2006. 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

· assess the extent to which this training has had a lasting impact on participating firms
· assess the extent to which the project has met its objectives.
1.3
Methodology

The final evaluation has been carried out over a 10 week work programme and has included:

· a review of the approval papers for the project

· a review of management information relating to the numbers and characteristics of participating companies
· consultations with:

· the Project Manager of Skills for the Future
· the consultant responsible for carrying out Training Needs Analyses and producing training plans for participating companies
· a telephone survey of participating businesses 
· a small number of face to face interviews with participating companies in order to develop the pilot survey questionnaire.
1.4
Report Structure

This report presents the findings from the final 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 

· Chapter 3 outlines delivery of the project, and analyses support received by firms
· Chapter 4 presents the results of the survey of participating firms in order to gauge progress with training and the impact of support
· Chapter 5 sets out the conclusions and recommendations of the report.
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 developed in March 2004 by SE Borders 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. 

Some key findings from the Futureskills Scotland Employers Survey 2002 are as follows:
· companies in the Borders are less likely to formally plan training that the Scottish average

· companies in the Borders are less likely to budget specifically for training

· a higher proportion of Borders companies have reported skills gaps than the Scottish average (table 2.1).
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)
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.

2.3 Aims and objectives of the programme

Skills for the Future aimed to address some of these market failures. The approval paper presented to the Scottish Enterprise Borders 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:

· SE Borders Skills and Learning 
· SE Borders account managers

· QTDL Consultants and associates

· Learn Direct Scotland Training Partner for the Borders. 

Generally, companies are ‘recruited’ onto SFTF through their account manager. This generally follows the Business Review, an annual process undertaken by SE Borders account managers, although companies can also approach SE Borders for training support. 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 (QTDL Consultancy Associates) 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 by the business with assistance from the consultant to ensure that it fits with business growth objectives.
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 SE Borders 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 Skills for the Future budget was £67,750 for the two years of 2004/05 and 2005/06 (Table 2.2), the period being evaluated. Just over half of this came from European Social Fund Objective 3 monies. SE Borders contributed £20,000 in total, £11,890 in year 1 and £8,110 year 2.
A further £67,000 was allocated in 2005/06 to cover 2006/07, all of which came from SE Borders.

Table 2.2: Skills for the Future funding
	Funding source
	2004/05
	2005/06
	Total

	SE Borders
	£11,890
	£75,110*
	£80,000

	Scottish Borders Council
	£8,788
	£4,700
	£13,488

	ESF Objective 3
	£21,572
	£12,690
	£34,262

	Total
	£42,250
	£92,500
	£134,750


Source: SE Borders board papers
Note:
* £67,000 of this was for the start of a new 24 month rolling programme covering 05/06 and 06/07

2.6 Targets
The targets for the Skills for the Future project over the two years were as follows:

· 30 businesses to be recruited onto the programme each year
· TNAs to be carried out with these firms if no training plans were in place
· 30 management trainees to complete management training at Level VQ4 or above 

· 180 employees completing certificated training in any area that would assist business growth.
‘Softer’ outcomes that were anticipated included:

· an increased culture of learning within businesses
· a more structured approach to training and development within companies, which is cost effective and results in their improved sustainability and competitiveness 
· encouragement of private sector investment in 30 businesses of over £30k over two years, leading to additional skills training.
Chapter Three below discusses the extent to which these targets 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 SE Borders.
In particular this section examines:

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

· the characteristics of supported firms including sector and size

· the content of training plans produced as a result of the Training Needs Analyses undertaken with firms.
3.2
Companies recruited


Analysis of management information available indicates that:

· 60 companies were supported under Skills for the Future in the two years of the programme, including 30 in 2004/05 and 30 in 2005/06  
· 34 companies were referred for a Training Needs Analysis though some had to defer their involvement due to company circumstances
· 28 companies completed a TNA while the remainder had identified their own training requirements and produced a satisfactory training plan.
· A further 8 companies are currently completing a TNA (which will be towards next year’s figures).
The target of assisting 60 firms has therefore been met and there has been significant TNA activity, with 28 TNAs being carried out so far and 8 in the process of being carried out. 
Table 3.1: Companies receiving Skills for the Future support

	
	2004/05
	2005/06
	Total

	Referrals for support
	30
	30
	60

	Number referred for TNA
	22
	12*
	34

	TNAs completed
	16
	12
	28


Source: SE Borders Management Information

* Note that this figure may increase as some firms are at the earliest stage
3.2.1
Sectors of firms
Information on the sector within which firms operate was available for all participating firms. Analysis of the sector information available indicates that participating companies are drawn from a fairly wide range of sectors, although between them manufacturing businesses, including food and textiles, account for half of all supported firms (Table 3.2).
Table 3.2 Number of firms operating within each sector
	 
	04/05
	05/06
	Total

	Manufacturing
	8
	4
	12

	Textiles
	1
	9
	10

	Food & Drink
	4
	4
	8

	Tourism
	3
	4
	7

	Care
	4
	3
	7

	Agriculture
	4
	1
	5

	Service
	1
	2
	3

	Housing
	2
	0
	2

	Education
	2
	0
	2

	Electronics
	1
	0
	1

	Construction
	0
	1
	1

	Fisheries
	0
	1
	1

	Retail
	0
	1
	1

	Total
	30
	30
	60


Source: SE Borders Management Information
3.2.2
Size of firms
Information on the number of employees of supported firms was available in a number of instances. Analysis of this information shows that:

· all companies had less than 250 employees except for one
· the majority of firms had 26 or more employees in each of the years of support: 59% in 2004/05 and 77% in 2005/06
· in both years the employee size band with the highest proportion of companies is 101-250: 35% and 36% of firms in each of the years.

Table 3.3: Number of employees by firm
	No. of employees
	2004/05 firms
	2005/06

firms

	1 - 10
	6%
	18%

	11 - 25
	35%
	5%

	26 - 50
	18%
	23%

	50 - 100
	6%
	14%

	101 - 250
	35%
	36%

	251 +
	0%
	5%

	Total
	100
	100%


Source: SE Borders Management Information
N=17 for 2004/05 and 22 for 2005/06. Employee information was not available for all firms.
3.3 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 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 management development
· ‘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 diverse. In total 810 training needs were included in the 16 plans in 2004, and 1734 in the 12 plans for 2005.
Analysis of the available Training Plans suggests that in 2004: 

· 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.

However, the figures for 2005 are slightly different:

· 48% of training was for specific job related training

· only 10% of training was related to Management/Supervisory.

Table 3.4 gives the breakdown of training needs identified by type of training.

Table 3.4 Analysis of employee training needs identified in TNAs.

	
	2004
	2005
	Total

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

	Job-specific
	181
	22
	839
	48
	1020
	40

	Soft skills
	168
	21
	346
	20
	514
	20

	Basic
	163
	20
	215
	12
	378
	15

	Management and supervisory
	184
	23
	170
	10
	354
	14

	IT
	96
	12
	115
	7
	211
	8

	Other
	18
	2
	49
	3
	67
	3

	Total
	810
	100
	1734
	100
	2544
	100


Source: SE Borders Management Information 
Note:  The figures for 2005 have been skewed by the large training needs identified in just two firms.

The 2005 sample has been skewed by the training needs of 2 large employers which account for the majority of the training requirements set out in the table. However, even factoring these two firms out, the majority of training requirements identified in the training plans still relate to job-specific training, with basic training being second most frequently identified.
The results of the company survey discussed in Chapter 4 below show the extent to which progress has been made with training activity and the impact this is having.
3.4
Employees undertaking certificated training
Analysis of SE Borders management information allows the assessment of the number of employees undertaking certificated training in firms supported under Skills for the Future, in particular:

· employees undertaking a management qualification

· employees undertaking ‘other’ certificated training.

The numbers of each are discussed below.
3.4.1
Management qualifications
While management training accounts for a fairly modest proportion of training needs identified over the two years of the programme, there is still evidence of significant management training activity. Analysis of the management information shows that the target relating to the number of employees within supported firms completing a management VQ has been met and exceeded. Thirty two individuals have so far completed the VQ, against a target of 30, with a further 58 undertaking this training.

Table 3.5: Employees undertaking management VQs

	
	Number

	Total employees undertaking management VQ
	90

	Total employees completing management VQ
	

32


Source: SE Borders Management Information
3.4.2
Other qualifications
A number of employees have completed and are still undertaking certificated training not related to management. Analysis of the numbers shows that the target has been met and exceeded, this time by a considerable amount. So far, 437 employees have undertaken ‘other’ certificated training against a target of 180 according to SE Borders management information.
Table 3.6: Employees undertaking ‘other’ certificated training
	
	Number

	Total employees undertaking ‘other’ certificated training
	492

	Total employees completing ‘other’ certificated training
	437


Source: SE Borders Management Information
3.5
Conclusions
To summarise:

· the type of company receiving support varies though in general the companies tend to be medium sized and are mainly in the manufacturing sector 

· the most significant proportion of support tended to be for job-specific training, though soft skills, basic training and management and supervisory training needs have also featured strongly.
In conclusion, activity targets for Skills for the Future have been largely met:

· by the end of 2005/06, 60 companies received support, with 28 of these receiving a TNA as not all firms required a TNA
· by the end 2005/06, 32 employees within supported firms had completed a management VQ, with a further 58 currently undertaking them meaning that the Phase II target has been met and exceeded
· 437 staff have completed ‘other‘certificated training, almost two and a half times the target of 180.

4
COMPANY SURVEY

4.1
Introduction

This chapter of the report looks at the performance of the Skills for the Future project using the results of the company survey. The survey covers a number of areas, including:
· 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.

4.2 Company objectives
In total, 17 companies were interviewed as part of the final evaluation survey. Of these:

· 7 had first received support in 2004/2005

· 10 received support in 2005-2006.

Respondents were asked about objectives for getting involved in the programme. A significant proportion (41%) of participating companies had become involved in the programme as a result of being referred by a contact at SE Borders. Just over a third (35%) had approached SE Borders to seek assistance with training, including those looking for support for training needs they had already identified. 

The main business issues facing these companies prior to taking up support were (Table 4.1):

· staff had skills which needed to be upgraded/enhanced (42%)

· companies could not afford training (21%)
· companies did not know where to source training (11%).
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
	42%
	8

	We knew training was important but couldn’t afford training
	21%
	4

	We knew training was important but didn’t know where to source training
	11%
	2

	We knew training was important but did not know where we should be training our staff
	5%
	1

	The business was facing increasing competition which we needed to respond to through training
	5%
	1

	The company had grown (or planned to grow) and we needed to train staff
	5%
	1

	No issues faced
	11%
	2

	Total
	100%
	19*



N=17

* Note that some companies gave more than one response

The most common reasons given for getting involved in the project include:

· to develop the skills of staff (59% of respondents)
· to access funding (21%).
Other reasons given included: to encourage more training in the company, to get assistance in identifying training requirements and assistance with sourcing training.
4.3
Previous training activity

Companies were asked about their training activity before participating in SFTF, including:

· spend on training in the year before support

· type of training undertaken before support was received.
These will be discussed in turn below.

4.3.1
Previous training spend

Less than a third of companies (29%) had training plans in place prior to participation on the programme however, most were undertaking some kind of investment in training (Table 4.2):

· almost half (47%) of companies were spending more than £2,500 per annum on training. Three companies had spent £10,000 on training that year
· 18% spent less than £500 per annum.

Table 4.2: Training spend prior to participating in the programme

	Spend Per Annum, £
	% of Respondents
	No. Respondents

	Less than £500
	18%
	3

	£500-£999 
	0%
	0

	£1,000-£1,499
	12%
	2

	£1,500-£1,999
	12%
	2

	£2,000-£2,499
	12%
	2

	More than £2,500
	47%
	8

	TOTAL
	101%
	17


N=17

In total, 11 firms were able to give a figure for previous training spend. In total, these firms spent £37,500 on training in the year before support was received. It was possible to compare training spend to turnover in the case of seven number of firms. This shows that training spend varies hugely by company: 

· a firm with a turnover of £200,000 spent £2,000, or 1% on training, the highest proportion of all firms interviewed 

· a second firm, turning over £10 million per annum, spent £3,500, or only 0.03% of its turnover, the smallest spend of surveyed firms.

There is no clear link between amounts spend on training and the turnover of firms as the graph below shows (Graph 4.1):

Graph 4.1: Training spend and turnover prior to support
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4.3.2
Previous training by type

The most common type of training being undertaken before support was Statutory/basic (77%), followed by job specific training (71%) (Table 4.3).  ‘Soft skills’ was the least common type of training with 29% of firms doing this.

Most firms were training their employees on the job, with some undertaking a mixture of both. Firms were most likely to train in-house for Health and Safety training, and most likely to send employees on an external course for Management and Supervisory training.

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
	77% 
	62% 
	15% 
	23%

	Soft Skills
	29% 
	60% 
	40% 
	0%

	Management and 

Supervisory
	41%
	43% 
	57%
	0%

	Job-specific
	71% 
	58% 
	17%
	25%

	IT 
	47%
	38% 
	50%
	13%

	Other
	0%
	-
	-
	-


N=17

Looking at previous training activity by hours of training undertaken, it can be seen that:

· the emphasis was on job-specific and basic training, which combined accounted for 83% of all training undertaken

· soft skills training undertaken was 10% of the total

· management and supervisory training accounted for only 4% of previous training undertaken.
Table 4.4: Previous training activity by employee training hours
	Type of training
	Hours of training undertaken
	% of training undertaken

	Job-specific
	39,176
	53%

	Statutory/basic
	22,236
	30%

	Soft skills
	7,581
	10%

	Management and supervisory
	2,592
	4%

	IT
	2,307
	3%

	Total
	73,892
	100


4.4
Barriers to training

Companies were asked to consider the main barriers that had prevented them from carrying out training in the past. The main barriers identified were:
· the cost of training (47%)

· the time required to allow staff to train (29%).

However, almost a third of firms (29%) said they faced no barriers to carrying out training in the past.

Table 4.5: Barriers to undertaking training prior to participation 
	Barrier
	% of Respondents
	No. of Responses

	Couldn’t afford training
	47%
	8

	Didn’t have the time to let staff train
	29%
	5

	Lack of local provision
	24%
	4

	Didn’t know where training was needed
	6%
	1

	Didn’t understand the need to train
	0%
	0

	Staff would leave to go elsewhere
	0%
	0

	No barriers prevented training
	29%
	5

	Other
	12%
	2



N=17

4.5
Content of training plans

A number of firms received a Training Needs Analysis as part of the support received. Analysis of the content of the training plans (table 4.6), indicates that:

· management training was identified as a training need for the majority of firms (67%) highlighting the priority given to this area of training by both the consultants and participating firms
· job specific training and basic training were also significant,  as 44% firms identified that these needs had been contained in their training plans

· soft skills and IT training featured least.
Comparing the content of training plans year on year shows that:

· there has been a growing emphasis on management training which featured in the training plans of 60% of firms in the first year of SFTF and increased to 75% in 2005/06

· job specific training was identified in a much higher proportion of training plans in year 2 than in year 1 (75% and 20% respectively)

· the focus has shifted away from basic training which was identified as a need in 60% of firms receiving a TNA in the first year but reduced to 25% of firms supported in the second year of SFTF.

Table 4.6: Training needs contained in training plans

	
	04/05
	05/06
	Total

	Management and supervisory
	60%
	75%
	67%

	Basic 
	60%
	25%
	44%

	Job-specific 
	20%
	75%
	44%

	Soft skills
	20%
	25%
	22%

	IT
	40%
	0
	22%


N=9
4.6 Implementation of training identified in training plans: TNA firms
Total training investment by firms that received a TNA under Skills for the Future was £35,700. SE Borders provided financial support of £17,300 towards this training. The training undertaken was as follows:
· 252 staff had been trained in total across all companies who answered this question, amounting to 12,000 hours of training 
· overall the most training had taken place for job specific training (almost half of all training undertaken), followed by basic training.
Table 4.7: Total Staff Hours Per Training Type

	Type of Training
	Hours of staff training
	% of total training

	Job-specific
	5,788
	48%

	Basic
	5,228
	43%

	Management and Supervisory
	876
	7%

	Soft Skills 
	100
	1%

	IT
	36
	0.3%

	TOTAL
	12,028
	99.3%


In terms of overall progress against training plans, over half of firms (5 out of the 9 that answered the question) had completed all their identified training needs.  Of the other firms, all had made at least some progress and two of the four remaining firms indicated that they would have completed all the training that was identified for them in 12 months time.
Reasons given for difficulties with progressing plans either to date or anticipated included: 

· firms couldn’t afford training (2 firms)
· firms wouldn’t have the time to spare to let staff train (2 firms).
4.7 Training undertaken with financial support: non-TNA firms
In the 8 firms that did not receive a TNA as part of the support received through SFTF 186 staff were trained for a total of 4,460 hours of training. Participating firms undertook and received support for the following types of training:

· 3,500 hours of job-specific training (although this was largely due to one company training 143 employees)
· 900 hours of management training
· 200 hours of basic training and 48 hours of soft skills training.
Table 4.8: Support received for non-TNA training (number of staff)
	Type of Training
	Hours of staff training
	% of total training

	Job-specific
	3,502
	75%

	Management and supervisory
	910
	20%

	Basic
	200
	4%

	Soft skills
	48
	1%

	IT
	0
	0

	Total
	4,660
	100%


The total value of financial support received across all non-TNA supported companies interviewed was £16,030 towards a total training investment of £33,180.
4.8
Additionality

This section looks at the extent to which the financial support received by firms contributed to the firms carrying out extra training.  As can be seen from Table 4.9, overall:
· 35% of firms would not have carried out any of the training without support

· 50% of firms would have either trained fewer staff or trained in fewer areas without the financial support

· the overall rate of additionality is, at 60%
, fairly high for this type of intervention

· 15% of firms would have gone ahead with the training even without support.
Table 4.9: 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
	3
	0
	4
	6
	7
	20

	% of total responses
	15%
	0%
	20%
	30%
	35%
	100%

	Addition-ality
	-
	-
	10%
	15%
	35%
	60%


Looking at the responses of individual firms and analysing these by taking account of the training undertaken with financial support, it can be calculated that, for firms that received a TNA and subsequent training grants:

· 6833 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 would have taken place later without support

· just over half of this training (53%) was job specific training, and almost 40% was basic training

· however, 564 hours of management/supervisory training took place that was purely additional (or 81 days of such training).
Table 4.10: ‘Additional’ training (staff hours) TNA firms

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

	Job specific
	3592
	53%

	Statutory/basic training
	2650
	39%

	Management/supervisory
	564
	8%

	Soft skills 
	20
	0%

	IT
	7
	0%

	Total
	6833
	100%


For firms that did not require a TNA, the training for which they received support that can be said to be additional, i.e. would not have taken place were it not for the support, amounts to 2,465 hours (table 4.11):

· a higher proportion of this was job specific (72%) than in the case of firms that received a TNA
· a significant proportion (17%) of this training was for management and supervisory training, amounting to 430 hours of management type training that would not have happened without the programme
· basic or statutory training accounts for only 8% of the additional training undertaken here.

Table 4.11: ‘Additional’ training (staff hours), non-TNA firms
	Type of training
	Hours of staff training
	% of total additional training

	Job specific training
	1787
	72%

	Management/supervisory
	430
	17%

	Statutory/basic training
	200
	8%

	Soft skills
	48
	2%

	IT
	0
	0%

	Total
	2465
	99%


In total then, SE Borders financial support was the deciding factor in firms undertaking over 9,000 hours of extra training undertaken by interviewed firms. Given that total training investment by firms for which support was received (TNA and non-TNA firms together) was £68,880, this amounts to around £41,000 of total training investment (including grants) that can be said to be additional.
4.9
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:

· 7 firms that had trained staff for 918hrs in basic/statutory training
· 5 non-TNA firms that had trained their staff for over 28,000 hours in job specific training.
Table 4.12: Further training undertaken (without financial support from SE BORDERS), 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
	752
	4
	166
	7
	918

	Soft Skills
	1
	312
	1
	7,000
	2
	7,312

	Management
	2
	396
	2
	496
	4
	892

	Job Specific
	3
	1,584
	5
	28,080
	8
	29,664

	IT
	0
	0
	2
	1,845
	2
	1,845

	Other
	0
	0
	1
	6 
	1
	6

	Total
	9
	3,044
	15
	37,587*
	22
	40,631


*Note that 28,000 hours of further training in non-TNA companies was undertaken by only two companies.
Of the surveyed firms, only 22% said that they would not have gone ahead with the training if they did not have support from the Skills for the Future programme.  44% said they would have gone ahead anyway.  

In analysing these responses by the training undertaken, it can be seen that

· 12,464 hours of the further training undertaken by firms without financial support can be said to be additional, i.e. would not have happened without support being provided by SE Borders 

· almost all of this is job specific and accounted for by one firm (which undertook 20,000 of basic/statutory training that would not have done without receiving support initially).

Table 4.13: ‘Additional’ training undertaken without financial support 
	 Type of training 
	Total additional training

	Statutory (health and safety)
	12,064

	Management and supervisory
	400

	Job specific training
	0

	IT
	0

	Other
	0

	Soft Skills
	0

	Total
	12,464


4.10
Future training plans
Three quarters of the 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 (less than a third of participants 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 over 32,500 hours of staff training, with around 25,000 of these in one firm. This one firm plans basic/statutory training for 20,000 hours and this seriously skews the analysis. Factoring out the training plans of this one firm, and bearing in mind that not all firms were able to specify all training that would be undertaken, the analysis of the future training plans of the remainder is encouraging as it shows that:

· there are plans to focus heavily on soft skills training, with almost a third (32%) of all planned training in this area in the next 12 months

· job-specific training accounts for 28% of stated planned training  

· management training will account for a quarter (24%) of all planned training.

So the focus of training investment is moving away from basic or statutory training towards more developmental training.
Table 4.14: Planned training

	Type of Training
	Hours of staff training
	% of total training

	Soft Skills
	2508
	32%

	Job Specific
	2186
	28%

	Management
	1922
	24%

	Statutory
	1280
	16%

	IT
	40
	0.5%

	Total
	7936**
	100.5%*


* Note that total is not 100% exactly due to rounding
** Total planned training would amount to over 32,000 hours of training if the large firm previously factored out is accounted for

This change can be more clearly seen when looking at previous training activity, training needs identified (for those firms receiving a TNA), training implemented for which support was received (both TNA and non-TNA firms) and then future planned training (all firms) in one table (table 4.16). 

Analysis of the information shows that:

· the focus of training undertaken prior to support being received, and as a result of support being received, is job-specific and basic training

· management/supervisory, soft skills and IT training feature more heavily in training plans than in training undertaken – either prior to or during support -  suggesting that firms are less likely to undertake this type of training activity despite knowing it is a requirement for business growth
·  firms are most likely to undertake basic and job-specific training 
· however, when it comes to defining future training requirements, soft skills and management/supervisory again become important. 
It would seem that firms recognise the importance of this more developmental while in the planning process, but that this type of training shifts down the list of priorities when it comes to actually implementing training. 
Table 4.15: Training by type during and after support

	 
	
	 
	training activity undertaken with support (% of training hours)
	 

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

	Basic
	30%
	44%
	43%
	4%
	16%

	Soft Skills
	10%
	22%
	1%
	1%
	32%

	Management and Supervisory
	4%
	67%
	7%
	20%
	24%

	Job-specific 
	53%
	44%
	48%
	75%
	28%

	IT 
	3%
	22%
	0.30%
	0
	0.50%


4.11 Impacts on business

Firms were asked about the benefits to their business of receiving support through Skills for the Future. Three quarters of interviewed firms (76%) felt that carrying out the training for which support was received had helped their business become more efficient or more effective.

The most common ways in which this had come about were:

· staff knowledge had increased/improved

· management were more able to identify training needs

· improved staff morale/reduced staff turnover.

Firms were asked a series of questions which allows analysis of the changes that took place in firms over the period of support, in particular:

· change in turnover

· change in employment

· cost savings and increased profitability.

Turnover change

Eleven firms were able to provide information on their turnover before and after the intervention. Analysis of the turnover data shows that there was an overall increase in turnover of over £10 million in participating firms, which represents a 24% increase year on year for all firms. Within this, some firms experienced significant increases in turnover:

· one firm saw turnover rise from £200,000 to £350,000, a 75% increase

· another firm experienced an increase in turnover of 43%, going from £1,750,000 to £2,500,000 in one year.

Only two firms did not experience turnover growth in the time period.

Table 4.16: Turnover change
	Turnover now
	Turnover 2004
	Change in turnover
	% change in turnover

	£1,000,000
	£1,600,000
	-£600,000
	-38%

	£1,000,000
	£1,000,000
	£0
	0

	£27,000
	£25,000
	£2,000
	8%

	£350,000
	£200,000
	£150,000
	75%

	£1,000,000
	£800,000
	£200,000
	25%

	£1,000,000
	£750,000
	£250,000
	33%

	£2,500,000
	£1,750,000
	£750,000
	43%

	£3,300,000
	£2,500,000
	£800,000
	32%

	£5,800,000
	£4,900,000
	£900,000
	18%

	£13,800,000
	£10,100,000
	£3,700,000
	37%

	£22,000,000
	£18,000,000
	£4,000,000
	22%

	£51,777,000
	£41,625,000
	£10,152,000
	24%


None of the firms felt able to attribute any specific change in turnover to receiving support. However that aside, this analysis indicates that support has by and large been given to growing firms.
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:
· 28 staff had been retained as a result of receiving support
· 40 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, 16 jobs were safeguarded and 39 were created. 

Cost savings and increased profit

Firms were asked whether receiving support through Skills for the Future had led to their company making cost savings or seeing an increase in profit. Six firms were able to quantify the impact that support had in relation to these efficiency-related impacts, and these ranged from cost savings of  £1,000 to £45,000. 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:
· 13 firms out of the 17 (76%) interviewed felt that receiving support had had a benefit to their business 
· 6 were able to put a figure on either the cost savings and/or increased profit that resulted in these positive benefits. These benefits total £58,800 or an average of £9,800 per firm. If this average was experienced by all 13 of the firms that had experienced a positive benefit, the overall benefits to firms would be £127,400
· as mentioned above, 76% of firms interviewed felt they had experienced such positive benefits. If 76% of the 60 supported firms 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 £446,880
· factoring in the rate of additionality identified above, 60%, gives us a net impact figure of £268,128
· 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 £268,000 represents a healthy enough return on the investment of £134,000 of public funding spent on Skills for the Future.
4.12 Satisfaction with the process
Nine of the 17 companies surveyed had undergone a Training Needs Analysis (TNA) as part of the support received through Skills for the Future, while the remainder had received financial support for training needs already identified.  Four firms received a TNA in 2005/06 and 5 had received a TNA in the previous year.

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 strongly agreed or agreed that the consultant carrying out the TNA had understood their business

· all of the companies strongly agreed or agreed that the TNA had been undertaken in a professional manner

· all of companies strongly agreed or agreed that the information requested by the consultant was clear and easy for them to provide
· 89% strongly agreed or agreed that deadlines were adhered to.

Views on the training plans, the output of the TNA process, were largely positive with:

· 89% saying the plans were aligned to business growth needs

· 78% of plans perceived as identifying priority actions

· 78% detailing the type of training and 55% stating clearly who in the company should receive the training.

However 33% of respondents felt that the training plans did not identify who in the company should receive training suggesting that either this was not made clear in the plans or that it was not communicated clearly to the key contact within the firm.
Around half (44%) of the firms strongly agreed or agreed that the plans identified training that the company had not previously considered. This is a positive finding as it indicates that there are a number of new training needs being identified as a result of companies receiving TNA support.
4.13 Future attitudes to training 

Additionality and impact have been discussed above. Gauging company attitudes to training and how these have changed as a result of receiving support are a further way of measuring the impact of support, in particular the sustainable impacts.
Most firms felt their attitudes to training had changed. In particular:

· 71% ‘strongly agreed’ or ‘agreed’ that their company is more aware of the benefits of training 
· 71% firms ‘strongly agreed’ or ‘agreed’ that they were more aware of the need to train staff 
· 71% of respondents felt that the company was more likely to train staff in the future

· 71% of firms felt more able to identify future training needs

· 65% of owner managers felt they were investing more in training  and the same percentage felt that they would be more willing to give staff time off to train in the future
· lastly, 41% of respondents felt more aware of local providers of training as a result of the support they had received, though a significant proportion either disagreed (29%) or were neutral (29%) about this.
These results are encouraging in terms of the long term sustainability of the support and would suggest that some progress has been made towards some of the softer outcomes of Skills for the Future, in particular encouraging a culture of learning and promoting a more structured approach to training within firms.
4.14
Conclusions 

To summarise the findings of the company survey and draw out conclusions, it can be seen that:
· most firms participating in Skills for the Future, whether through being referred or self-referral, were doing so to improve staff skills, including the skills of the owner manager

· all participating firms were undertaking training before support was received, and this tended to be statutory and job-specific training, mainly delivered on the job

· the cost of training and the time required to allow staff to train were seen as the biggest barriers to firms undertaking more training

· just over half of participating firms (9 of the 17 interviewed) received a TNA as part of the SFTF support. All expressed high levels of satisfaction with the consultants, with the process itself and with the output, i.e. the training needs identified in the training plan
· there was evidence that new training requirements had been identified as a result of the TNA i.e. training that the firm would not otherwise have identified as being a requirement. This suggests a degree of additionality is being offered through the TNA process

· the focus of training plans was very much on management development and soft skills training

· however, in terms of training being implemented as a result of support, the focus of investment has still been on basic and job-specific training, although some good progress has been made with management training

· overall, progress made by firms was positive, with the majority of TNA firms having already fully implementing their training plans or were planning to do so within the year

· where anticipated progress was not being made, it tended again to be due to the barriers mentioned above: firms could not afford training or found it difficult to allow staff the time off to train

· in addition to training undertaken with financial support, firms undertook significant amounts of training over and above that for which support was received, some of which could be said to be additional
· additionality was fairly high for training undertaken with financial support. Thirty five percent of firms reported that they would not have gone ahead with training were it not for the support they received. A further 50% firms either brought training forward or trained more staff than they would have done without support

· in total, SE Borders financial support was the deciding factor in firms undertaking over 9,000 hours of extra training

· there is also some evidence of additionality for the further training undertaken i.e. over and above that for which support was received. Twenty two percent of that further training undertaken would not have happened without SFTF support first being received, according to firms surveyed. The majority of this additional training was basic or statutory in nature 
· there have been clear impacts on participating firms. Turnover has gone up in participating firms, though no firm was able to directly attribute this to the support received. 

· there have been a number of jobs safeguarded and created in participating firms, which can be calculated at 16 and 39 respectively. These are attributable to support received and relate to training that would not have been undertaken without that support
· in terms of profit and cost savings, if the efficiencies impacts are grossed up to relate to the number of firms receiving assistance, there can be said to be a net impact of £268,000.
· in addition to impacts, there is evidence of sustainability of the intervention given the change in attitudes of firms as regards the importance of training and their increased propensity to plan training

· assisted firms have plans to undertake significant amounts of training in the coming year, with a significant focus on soft skills and management training, however, this must be tempered with the knowledge that firms may not implement as much of this type of training as they plan to.
5 CONCLUSIONS AND RECOMMENDATIONS 
5.1 Introduction

In drawing together the findings of the research, consideration will be given to whether the targets and objectives of the programme have been met. These conclusions in turn lead to a number of recommendations for workforce development support provided by SE Borders.
5.2 Have programme targets and objectives been met?

Skills for the Future support from SE Borders has assisted 60 firms, almost all SMEs, in total over the two years 2004/05 and 3005/06. Almost half of these firms (28) received a Training Needs Analysis and financial support. The other half received financial support towards training needs already identified in house.
The programme had met the activity targets that were set at the outset:

· 60 firms have received support against a target of 60
· 28 firms have received a TNA 

· 32 employees within supported firms have completed a management qualification against a target of 30.

Consideration will now be given to whether the wider objectives of the programme have been met, with each discussed in turn.
Objective 1: To increase the uptake of training amongst SMEs in the Borders area

There has been significant training activity within supported firms: firms that received a TNA undertook 12,000 hours of training and ‘non-TNA’ firms undertook 4,700 hours of staff training. The majority of training undertaken in both cases was either job-specific or basic in nature.
A significant proportion of this training has been additional in that the firm would not have undertaken it without support. SE Borders financial support resulted in 9,000 hours of additional training, the majority of which was again job-specific or basic in nature.
This evidence of additional training suggests that the programme has been successful in increasing the amount of training taking place in Borders SMEs.
Objective 2: To allow companies to develop a greater understanding of the value of improved business skills to business growth
Efforts were made, particularly during the Training Needs Analysis process, to link training needs to business growth. The extent to which this particular objective has been met can be measured through looking at:
· the change in attitudes to training in firms that received support
· their future training plans.
The majority of firms (71%) that took part in the company survey felt that they were more aware of the benefits of training staff, of the need to train staff and that they were more likely to train staff as a result of this change in awareness.
In assessing the future training plans of firms, there is encouragement to be taken from the fact that more firms than before appear to be planning training. A third of firms had training plans in place before participating in the programme, and this had increased to three quarters of firms being able to report on future training plans. Looking at the make up of future training plans also indicates that Skills for the Future has had a positive impact: 32% of planned training is in soft skills and 24% in management and supervisory training, a marked increase on the rates of these types of training actually undertaken, either with or without support.
However, it is not clear whether SFTF has been successful in influencing the type of training that firms undertake. Firms were aware of the importance of management and supervisory and soft skills training in their training plans but did not implement these sorts of training to the extent to which they undertook basic and job-specific training. Their future plans to undertake more developmental training must be viewed in the light of past experience; in the face of operational pressures, job-specific and basic training become the priority.
In summary, this particular objective could be said to be met, though there are reservations about the greater understanding that firms have being translated into a real change in the type of training activity undertaken. 

Objective 3: To facilitate the definition of training needs

That TNAs were undertaken with 28 firms, and the high levels of satisfaction expressed by firms about this process, shows that this objective has been met with these particular firms. The majority of firms (89%) felt that the training needs outlined in training plans were linked to business growth needs.
That said, in the case of 32 firms, financial support was provided without going through the TNA process. It was felt that these firms had adequately defined training requirements, and that these were satisfactorily linked to business growth objectives.

Analysing the type of training undertaken by firms that received a TNA and firms that did not receive a TNA suggests that non-TNA firms were more likely to undertake management and supervisory type training. This suggests that there is no need to provide a TNA to encourage firms to undertake this more developmental type of training.
A further point for consideration relating to this objective is whether the programme has given firms the tools to define training needs well going forward. Initially, the consultants undertaking TNAs with firms used a TNA software tool. This would provide a consistent way of identifying training needs in a firm that would then enable the firm to mirror this process and thereby continue to employ it. It became apparent in the first year of operation of the support that this software tool was not suitable in the case of many firms, and consultants found that employing their own methods for undertaking TNAs worked better. 
While this may have led to a lost opportunity for embedding the necessary tools in firms for identifying training needs in the future, the evidence is to the contrary: 71% of firms felt more able to identify training needs as a result of receiving support, and three quarters of participating firms (up from a third) are now planning training.
This objective can therefore be said to have been met; assistance is provided to firms that need support to identify training needs, and financial support is provided to those firms with the right processes in place to identify training needs in house.
Objective 4: To encourage greater planning and investment in people and skills

As mentioned above, more firms than previously appear to be planning their training activity (albeit in some cases firms did not know exactly the detail of some elements of planned training). This is evidence that there has been a shift in the training planning processes within a significant proportion of firms that received support through Skills for the Future.
There has also been increased investment in training in participating firms, as mentioned above; there has been significant training activity taking place that can be said to be additional i.e. would not have happened without the support provided through the programme. This suggests that there has been greater investment in people and skills, and therefore this objective of the programme looks to have been met.
In terms of private sector leverage, an output target of £30,000 by 30 businesses was set. Analysis of the survey results allows us to determine that the 17 firms interviewed invested £35,555 of their own money in the training undertaken with support. The leverage target has therefore been met and exceeded. The average spend on training prior to support was £3,409 per firm and it was £4,559 per firm for future planned training, which reinforces the finding that firms are investing more in training following support. 
5.3
Key conclusions

To summarise, the targets and the objectives of the programme have been largely met. Within this, however, there lie some key findings:

· a significant amount of training has been undertaken, over half of which would not have happened without support

· firms are more aware of the important role that staff development has in meeting business growth objectives and report that they are more likely to train as a result

· firms are investing more in training

· they are more likely to plan training, and to factor in management and soft skills training into these plans

· however, support from SE Borders has not had a significant overall impact on the type of training that firms actually undertake: the focus of training investment remains on job-specific and basic training. It is likely that business growth ambitions will be achieved through focusing on more developmental training.
5.4 Recommendations
The conclusions would suggest that that future support focuses on changing the type of training that firms undertake, building on the progress that has been made in changing awareness and increasing investment in training. Accordingly, there follow a number of recommendations:
1. Continue to offer a Training Needs Analysis to firms that require it
2. Focus on embedding the TNA and training planning techniques within these same firms as an integral part of the process
3. Continue to offer bespoke financial support towards certain training requirements – clearly linked to business growth objectives - for firms that have sufficiently well-developed processes in place for determining training requirements and planning training effectively

4. Consider linking enhanced financial support to ‘higher end’ training activities (i.e. management and supervisory) to encourage more firms to undertake this sort of training. Using a sliding scale of financial support for different types of training may be a way of doing this e.g. basic training qualifies for 20% support, while management development training attracts 50%
5. The role for monitoring and encouraging progress should lie with the account manager or business advisers, and should be linked to regular business reviews/health checks where possible.
� Skills gap being defined as where employers report that some employees are not fully proficient to do their jobs


� Project rationale as set out in the approval paper for Skills for the Future.


� 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


� Additionality is calculated as being 60%, which is 35% pure additionality (i.e. the proportion of firms who said they would not have undertaken the training they did without support) plus 50% halved (25%)  to account for those that said they brought training forward/trained more staff/trained in more areas as a result of getting support. 35% plus 25% = 60%.
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