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Executive Summary

1.
This evaluation of Scottish Enterprise Forth Valley’s Training and Employment Grants Scheme (TEGS) involved analysis of statistical records, interviews with staff involved in policy and delivery and interviews with trainees and companies supported through the Scheme. The evaluation also included an overview of other TEGS initiatives elsewhere within the Scottish Enterprise area.
2.
It was felt that the extent to which the Scheme attained its objectives was mixed.

3.
Of the Scheme’s 4 main objectives:-

· Increasing employment opportunities for the long term unemployed who live in specific areas has been almost totally attained. The vast majority of trainees have been unemployed for more than 6 months and they live in the targeted postcode sectors;

· Increasing long term employability is judged to have been partially attained. Although trainees seem to obtain sustainable jobs, there are concerns that a fifth of those accepted onto the Scheme are early leavers and 40% gain no qualifications. It also seems to be the case that training plans are not always drawn up. Much of the training is on-the-job and, as such, may be little different to the normal induction support that any new employee would received. Accordingly it is felt that some training expenditure may be deadweight;

· In terms of changing business attitudes to training and the long term unemployed the assessment was again of partial attainment. Although a number of employers said that using TEGS had resulted in them paying more attention to training, they were in a minority. Some companies claimed that they were now more likely to recruit from the long term unemployed and those living in specific areas. However two thirds of interviewees stated that they normally recruited from these groups. As such it would seem that one of the basis assumptions underpinning TEGS is no longer valid; and

· Attainment of the objective of having an impact upon business development was felt to be limited. A minority of companies stated that they had been able to increase sales and output and employ more staff as a result of using TEGS. However, it was felt that there was significant deadweight in the Scheme, with employers in effect being given a cash subsidy to support something that they would have done regardless.

4.
Summarising the analysis the key good aspects of TEGS are:-

· The effectiveness and efficiency with which it is run;

· Its effectiveness in targeting the appropriate client group and geographic areas;

· The sustainability of the jobs obtained by some trainees;

· The early leaving rate being lower than for comparable programmes;

· The benefits that some participants  gain from the training;

· The economic benefits, in terms of growing the company, that some employers have received;

· Changes to recruitment practices on the part of some employers;

· Some employers now being more willing to pay greater attention to staff training; and

· The Scheme filling gaps in provision, particularly for those who are not eligible for New Deal support.

5.
In terms of the not so good aspects the following are the key factors:-

· Limited marketing;

· The high level of wage subsidy, with 60% being the norm rather than a maximum;
· The lack of formal training plans;
· Lack of employer involvement in all of the plans;

· The training being mainly “on-the-job”;

· The limited number of qualifications gained as a consequence of the training; and

· The level of deadweight attached to the Scheme.

6.
Although the evaluation was not a rigorous analysis of the economic impact of TEGS, taking account of the survey and interview evidence and drawing upon the findings of other studies, we suggest that deadweight associated with the Scheme is around 80%: that is 4 out of 5 trainees would have found a job without the TEGS’ subsidies.

7.
In terms of the complementarity between TEGs and Gateway to Training and Employment Grants (GATE), this was felt to be slight. It was felt that GATE was, like TEGS, subject to considerable deadweight. It was attractive to companies who wanted to receive a subsidy for its own sake rather than those who wanted to use it to support company growth that would otherwise not take place. Whilst, at the margins, there was additionality which was important for some companies and trainees, it is debatable if these limited gains justify the significant deadweight.

8.
Given this the main recommendation is that TEGS should not continue in its current form.

9.
Four Options are then presented for a replacement for TEGS. These are:-

· Modified Continuity. Under this TEGS continues to be managed by Stirling Council but the wages subsidy is reduced to 30% of gross wage costs, up to a maximum weekly payment of £100. The grant is only available to companies employing less than 10 staff and will only be paid on receipt of a business plan that makes the case for gap funding. All training will be delivered according to a training plan and will be for the attainment of a recognised qualification. The unemployment and spatial targeting will remain, although those made redundant will be eligible for support regardless of where they live;

· Modified Continuity with Local Delivery is essentially the same Option with the difference that it is delivered locally, through the 3 intermediary projects;

· A Targeted Training and Employment Support Fund again uses local delivery but targets those who have been unemployed for more than 12 months and those who felt not to be job ready. Such people would be provided with tailor made support to meet their needs. Once job ready they would be provided with the training and other in-work support to help them hold down a job. Employers would be eligible for wages support of 30% of the gross wage for up to 12 months., again up to a maximum of £100 a week; and

· A Training Fund is the final Option. Under this the focus will be upon those who are job ready but who need a short period of job specific training to enable them to fill an identified job vacancy. All such training is to be completed before the job is taken up and is to result in the attainment of a recognised qualification. It will be funded up to a maximum of £3,000 and will be for the full-time equivalent of 4 weeks.

10.
The 4 Options are not mutually exclusive. However if the aim is to fill market gaps we would suggest that Option 3, the Targeted Training and Employment Support Fund, be implemented.
1. 
Introduction

1.1
This is the Final Report to Scottish Enterprise Forth Valley (SEFV) on the Training and Employment Grants Scheme (TEGS) evaluation. 

1.2 
The Report is based on:-

· A telephone survey of other Local Enterprise Companies (LECs) to identify their attitudes to wage subsidy programmes;

· An analysis of the TEGS records provided by Stirling Council;

· Structured telephone interviews with 13 trainees; 
· Structured telephone interviews with 18 companies; and
· A series of telephone and face-to-face interviews with a variety of operational and policy staff.

1.3
In the initial discussion with Stirling Council it became evident that the record keeping system  for TEGS was  difficult and time consuming to access for  grant applications  approved before the 2001-02 financial year. Accordingly, with the approval of the client, it was agreed that the sample would be selected from the last 2 financial years.

1.4
As always, when a stratified sample is constructed, it was not   possible to contact all of those selected. This was no exception. Accordingly, as Chapters 5 and 6 show, the surveys are biased slightly. However, given the percentage sample sizes (48% of companies and 30% of trainees), it is not thought that this has caused any major methodological concerns.  
1.5
The Report is structured as follows:-

· Chapter 2 gives an overview of TEGS in  the Scottish Enterprise area;

· Chapter 3 presents a statistical analysis of its delivery over the last 2 years in Forth Valley;

· Chapter 4  highlights the key issues as identified by the interviewees;

· Chapter 5 presents the results of the trainees’ surveys;

· Chapter 6 presents the results of the job providers’ surveys; and

· Finally Chapter 7 draws conclusions and outlines a number of Recommendations. These are set out as a series of alternatives from which the client can make a choice.

2.
Training and Employment Grants Overview

Introduction

2.1
In order to set the context for the evaluation, a telephone survey was undertaken of the Local Enterprise Companies (LECs) within the Scottish Enterprise area. The aims were to see if they were delivering, or had delivered, any training or wage subsidy programmes and, if so, to identify the characteristics of these.
2.2
In total responses were received from 10 LECS in time to be incorporated into this Chapter
 
.


TEGS

2.3
Of the 10 respondents:-

· 2 had never run delivered TEGS;

· 7 used to deliver the Scheme but no longer did; and

· 1 (Glasgow) still delivered it.

2.4
Of those that used to deliver the Scheme a variety of interrelated reasons were given for why it was no longer offered.  These included:-

· The perceived deadweight associated with the Scheme, which was felt to have increased considerably as unemployment had fallen, thereby undermining the justification for offering a wages subsidy programme;

· Related to this was a widespread view that employers were abusing the Scheme: receiving subsidies for employees whom they would have employed anyhow and often failing to keep their side of the TEGS contract;

· A fall in demand for the Scheme, with the number of trainees having decreased (in part because of the advent of New Deal) so that it had not been felt to be economical to offer it; and

· Financial constraints, allied to competition for limited discretionary funding.

Wage and Training Subsidy Programmes

2.5
Although only 1 LEC was currently offering TEGS, 3 others were offering programmes that had an element of wage subsidy in them. These are shown in Table 2.1. The main differences between the 3 and the Glasgow TEGS programme seem to be:-

TABLE 2.1


Local Enterprise Companies Running Wage and Training Subsidy Programmes
	Local enterprise company
	Programme
	Annual Budget
	Number of places
	Eligibility criteria  
	Delivery agent
	Support package

	Scottish Enterprise Ayrshire
	Individual Employment Fund.
	£45,000
	Minimum of 15
	6 months unemployed.
	Yes
	Pre-placement support.

Training or wages subsidy.

Average cost is around £4,000.

	Scottish Enterprise  Borders
	Package Training.
	N/A
	11
	6 months unemployed.
	No
	N/A

	Scottish Enterprise Dunbartonshire
	Adult Recruitment Programme.
	£180-200,000
	180
	6 months unemployed.
	Yes
	8 weeks wages subsidy (up to £100 a week).
Training costs for 8 weeks.
1-to1 support and mentoring.

	Scottish Enterprise Glasgow
	Training and Employment Grants Scheme.
	£210,000
	280
	Social Inclusion Partnership resident.
25 or more.
6 months
unemployed.
	Yes
	6 months wages subsidy to a maximum of £80 a week.
Training up to £750.
Training plan drawn up.


· The wage subsidy element is generally more limited, for example being only payable for 8 weeks in Dunbartonshire; and

· There is said to be a far greater focus upon the needs of the employee, rather than the employer.


However there are still generally spatial and   unemployment eligibility criteria.


Training Subsidy Programmes

2.6
The general move away from providing wages subsidies can be seen from the fact that 5 LECs were offering their own “branded” training subsidy programmes. These are shown in Table 2.2. The key points to emerge from the Table are that:-
· The eligibility criteria (both spatial and length of time unemployed) are far more lax than under TEGS and the other wage subsidy programmes shown in Table 2.1;
· The training is more targeted, either at specific sectors, as is the case with Edinburgh and the Lothians’ Employment Academies that target training at   sectors facing recruitment problems, or at particular groups, such as those in low paid work; 

· Training  is often linked to identified jobs; and
· Support is said to be generally tailored to meet the needs of the trainee. Again this reflects the comment made in Paragraph 2.5, about there being less    focus upon the needs of the   employer.

There seems to be a general view amongst the interviewees that is type of approach results in far more additionality than was possible under TEGS.
Conclusion

2.7
What this small survey has found is that there is a general move away from large scale wage subsidy programmes, such as TEGS. Where they do remain the support package is far less generous to the employer than was the case with the 6 months support given under TEGS.

2.8
Most LECs do, however, still see a need to offer some branded training support programme. Such programmes are characterised by having limited eligibility criteria and a concern to provide training that focuses more upon the needs of the trainee rather than the specific task related needs of an employer.

TABLE 2.2


Local Enterprise Companies Offering Training Subsidy Programmes
	Local enterprise company
	Programme
	Annual Budget
	Number of places
	Eligibility criteria  
	Delivery agent
	Support package

	Scottish Enterprise Borders
	Workforce Development.
	£50,000
	100
	In a low paid, low skilled job.
	No
	Support to upgrade employees’ skills.

	Scottish Enterprise Dumfries and Galloway
	Rural Skills Programme.
	£120,000
	80
	None.
	Yes
	Short training courses   ideally linked to a job guarantee.

	Scottish Enterprise Edinburgh and the Lothians
	Employment Academies.
	Varies
	200-250
	6 months unemployed. 

In a category felt to be excluded.
	Yes
	Customised training linked to specific sectors that have recruitment problems (e.g. retail and financial services).

Job interview guarantee.

	Scottish Enterprise Fife
	Individual Initiative Fund.
	£100,000 -150,000
	150
	4 weeks unemployed. 

Made redundant.
	Yes
	Personalised training.

Trainee expenses.

	Scottish Enterprise Tayside
	Individual Initiative Programme.
	£100,000
	150
	4 weeks unemployed. 

Made redundant.
	Yes
	Personalised training.

Trainee expenses


3.
The Training and Employment Grants Scheme in Forth Valley
3.1
The purpose of this Chapter is to review the statistical information relating to TEGS. The focus of attention is upon the financial years 2001-02 and 2002-03. However when information is available for 2000-01 this is included.

3.2
The Chapter is structured as follows:-

· First the characteristics of the trainees are outlined;

· The companies in which they are placed are then analysed;

· The costs of the Scheme are   considered; and

· Finally conclusions are drawn and issues identified.


Given that the issues are derived solely from the statistical information these need to be treated tentatively at this stage.


The Trainees

3.3
In the 2 financial years 2001-02 and 2002-03 there were 44 trainee acceptances onto TEGS: 25 in 2001-02 and 19 in 2002-03. However, not all of those who are accepted start and not all of those who start remain with the company for the 6 months over which grant payments are made. Table 3.1 shows the statistics for trainees’ status. The overall completion rate is 71%, the early leaver rate 18% whilst 11% of those accepted did not start. The records do not always show why people did not stay with the employer. In some cases they got another job.  There have also been cases where trainees have been dismissed, whilst others have resigned, although the reasons are not given.  
TABLE 3.1

TEGs Trainees’ Status 2001-02, 2002-03 and 2001-03
	Status
	2001-02
	2002-03
	2001-03

	
	Number      %
	Number      %
	Number       %

	Acceptances
	25             100
	19              100
	44               100

	Non-starters
	 2                  8
	 3                 16
	5                   11

	Early leavers
	 5                20
	 3                 16
	8                   18

	Completers
	18               72
	13                68
	31                 71


3.4
Table 3.2 compares the non-completion rates for SEFV’s TEGs starts (excluding those who were accepted onto the programme but did not start) with data from the TEGS database and the evaluation undertaken for Scottish Enterprise Edinburgh and Lothian’s (SEEL)  TEGS programme (John Lord Associates, 1999). As the footnotes make clear, the figures may not be directly comparable. However, it does seem as if SEFV’s rates are comparable, if not better, than those attained elsewhere. The SEEL evaluation claims that a large majority of those who complete the 12 months period “will retain the job for at least another year” (Paragraph 6.15). Accordingly completion seems to be a good indicator of the chances of the trainee gaining sustainable employment.   

TABLE 3.2
TEGs Non-Completion Rates as a Percentage of Trainee Starts
	Local Enterprise Company Area
	Non-completion Rate

	TEGS’ database - 1995-1998 (quoted in John Lord Associates, 1999).
	40%

	Scottish  Enterprise Edinburgh and Lothian - May to August 19991
	44%

	Scottish Enterprise Forth Valley -  2001-02 2
	22%

	Scottish Enterprise Forth Valley  2002-033
	19%


Notes:-
1.
The SEEL figures relate to the 12 month contract period, that is the 6 months grant period and the further 6 months when employers give an undertaking to provide employment.
2. 
The SEFV figures relate to the 6 month period over which grant is paid. As such they are not directly comparable with the SEEL figures.
3.
The SEFV figures relate to the 6 month period over which grant is paid. As such they are not directly comparable with the SEEL figures. It is also the case that not all of those included in this calculation have yet completed their 6 months grant period. The non-completion rate may therefore increase.
3.5
Table 3.3 looks at the length of time trainees have been out-of-work before participating in TEGS. It can be seen that this has been falling. Thus none of the 2002-03 trainees had been unemployed for more than 2 years. The 3 trainees who fall into the 1 to 25 week category have all been made redundant so do not have to meet the 6 month unemployed eligibility criterion. Over the period 2001-03, of the 42 trainees whose period of unemployment was known, 93% had been unemployed for longer than 6 months. 
TABLE 3.3 
Period of time unemployed before participating in TEGS 2000 to 2002 




(column percentages)
	Period unemployed
	2000-01
	2001-02
	2002-03 1

	1 – 25 weeks
	  0
	 0
	18

	26 – 52 weeks
	34
	52
	64

	1 to 2 years
	38
	  8
	18

	2 to 3 years
	 8
	  8 
	0

	3 to 4 years
	 8
	12
	0

	4 to 5 years
	 0
	 8
	0

	5 to 10 years
	 4
	 4
	0

	10 years +
	 8
	 8
	0

	TOTAL 
	100
	100
	100


Note:-
1.
The length of time unemployed was unknown for 2 trainees. Accordingly they have not been included in the denominator when calculating the percentages
3.6
Table 3.4 looks at unemployment duration for trainees in more detail. There has been a particularly steep fall between 2001 and 2002. It seems likely that this reflects the general falls in unemployment, partly as a result of the effectiveness of programmes such as New Deal and also the growth in the economy. Evidence for this can be seen from an examination of the claimant benefit numbers for those who have been claiming for more than 6 months. These fell by 36% between January 2000 and October 2002 in Forth Valley. It also may reflect the impact of redundancies, especially from Longannet, as redundant trainees do not have to meet the 6 months unemployment eligibility criteria. Indeed the proportion of trainees who are classed as redundant has increased. For example in 2001/02 32% of trainees fell into this category. By 2002/03 this had increased to 47%.
 TABLE 3.4
Average and Median Time Unemployed Prior to Entering TEGS
	
	2000-01
	2001-02
	2002-03
	Change 2000 to 2002

	Average time unemployed (weeks)
	146
	138
	38
	-74%

	Median time unemployed (weeks)
	60
	56
	26
	-57%


3.7
What the figures do not explicitly show is the numbers of trainees who move onto TEGS when they just meet the unemployment eligibility criterion of 26 weeks. Thus, in 2000 20% of trainees had been unemployed for between 26 and 30 weeks. The comparable figures for 2001 and 2002 were 44% and 35%.  There must be a suspicion that in these cases the employer is delaying   recruitment until the trainee is eligible for grant aid. However similar problems are likely to be encountered wherever an eligibility “line” is drawn.  

3.8
Table 3.5 look at the trainees’ age profile. Although only data for 2 years are considered   the average age of trainees is increasing. For example in 2001-02 the average age was 34, with 10 trainees being under 30.  By 2002-03 this had increased to 38 years and only 1 trainee was under 30. This may be a reflection of redundancies within the area. However it is also likely that this reflects the general falls in unemployment which may have had a differential impact upon the younger unemployed.

TABLE 3.5


Ages of TEGS Trainees 





  (Column percentages)
	Trainees’ Age (Years)
	2001-2002 (%)
	2002-2003 (%) 1 

	25-30
	40
	6

	31-35
	32
	28

	36-40
	 8
	28

	41-45
	12
	16

	46-50
	 8
	11

	50+
	 0
	11

	TOTAL
	100
	100

	TOTAL TRAINEES
	25
	19


Note:-
1.
The age of 1 trainee was not given. Accordingly the percentages have been calculated using a   denominator of 18, rather than 19.

3.9
Table 3.6 looks at the place of residence of TEGS trainees. Although there are variations between the 2 years (something that is to be expected given the relatively small absolute numbers) there is a good correlation between the percentage of the area’s unemployed within each Council area and their share of trainees over the period 2001-03. 

TABLE 3.6

TEGs Trainees by Place of Residence (column percentages)
	Local Council Area
	2001-02
	2002-03
	2001-03
	Percentage of Forth Valley’s Unemployed 1

	Clackmannanshire
	 16
	 28
	 21
	19

	Falkirk
	 68
	 28
	 51
	57

	Stirling
	 16
	 44
	 28
	24

	TOTAL
	100
	100
	100
	100


Note:-
1.
The unemployment figures from which these percentages are derived refer to October 2002.

3.10
When the trainees’ postcodes are considered all, with one exception, lived in the eligible areas. The exception lived in FK1-2, which is not listed as one of the eligible postcode areas. However this may be a miscoding.
3.11
Table 3.7 looks at the gender of trainees, with males accounting for about two thirds.  As females only accounted for 19% of long term (6 months or longer) claimants in 2001-03 they are over-represented.  Why this should be is unclear, although one explanation might be the general increases in female activity rates which in their turn reflect changes in the types of jobs on offer and in social attitudes. 

TABLE 3.7


TEGs Trainees by Gender (column percentages)
	Gender
	2001-2002
	2002-2003
	2001-2003

	Male
	52
	74
	61

	Female
	48
	26
	39

	TOTAL
	100
	100
	100


3.12
Table 3.8 looks at the types of jobs the trainees obtain. The main Group is “Skilled Trades”, reflecting the numbers of trainees who have entered the construction industry, particularly as heating and gas service engineers (4 in total), unspecified service engineers and a variety of other trades such as plumbers and plasterers. “Administrative and Secretarial” posts account for the next highest category with people filling a variety of jobs such as administrative assistants, receptionists and clerical assistants. “Associate Professional and Technical” is the next highest category, particularly for such jobs as service and Information Technology (IT) technicians. The main surprise is the numbers of people who filled management posts in 2001-02. For example people filled posts as Regional Manager and Area Manager (both with a commercial cleaning company) and Assistant Managers (both with a hotel). It may be that the job titles used for these positions flatter the type of work undertaken. One also wonders if this level of job is the type of post that TEGS was aimed at filling when it was originally set up. 

TABLE 3.8

Jobs filled by TEGS trainees 2001-02 and 2002-03 1




      (Column percentages)


	SOC 2000 Major Groups
	2001-02
	2002-03
	2001-03

	1. Managers and senior officials
	18
	0
	10

	2. Professional occupations.
	 0
	0
	0

	3.Associate professional and technical
	30
	0
	18

	4. Administrative and secretarial
	22
	25
	23

	5. Skilled trades
	22
	44
	31

	6. Personal services
	0
	0
	0

	7. Sales and customer service
	4
	13
	8

	8.Process, plant and machine operatives
	4
	13
	8

	9. Elementary occupations
	0
	5
	2

	TOTAL
	100
	100
	100  

	Number of trainees
	23
	16
	39


Note:-
1.
The categorisation into SOC Major Groups is based upon designated job titles for 2001-02 and was abstracted from the TEGs database for 2002-03. It is possible that there may be an element of misclassification for some jobs. The information therefore needs to be treated as indicative rather than definitive.

3.13
Part of the TEGS package is the development of a training plan to enable trainees to learn new skills, for which 100% grants are available. The costs of training are considered in Paragraph 3.20. Information on the type of training provided or the qualifications gained is not always detailed or comprehensive. However it seems that:-

· In 2001/02 40% of trainees gained no qualifications, presumably as they received on-the-job training. The European Computer Driving Licence was obtained by 20%. Another 20% gained various Information Technology qualifications in such areas as web design and Windows 2000. The remaining 20% gained a variety of qualifications including SVQs in Welding and Customer Services.;

· In 2002-03 information on qualifications is only available for 12 of the 19 trainees. Of these 5 (42%) gained no qualifications as they were early leavers. Of the others 3 (25%) gained plumbing qualifications and 3 were said to have gained qualifications in “company procedures”, whatever that may mean. The final trainee gained a qualification in the “Fundamentals of Measurement”.
Over the 2 years 40% of those who started as trainees, and for whom information was available, failed to gain any qualification.


The Companies

3.14
In 2001-02 there were 25 applications for TEGS grants from 22 companies. Three companies made 2 applications each. In 2002-03 there were 19 applications from 15 companies. One company made 3 applications and 2, 2 applications each. One company made applications in both years. Some of these multiple applications were made as a result of trainees leaving early
3.15
Table 3.9 looks at the sectors being supported by TEGS. Perhaps not unexpectedly services have received the majority of the grants. This has gone to such companies as IT training providers (3 companies), a variety of retailers (for example computer and floor coverings), graphic designers and a radio station. Construction has received almost a quarter of the grants, although there has been considerable variation between the 2 years. The bulk of the grants have gone to companies involved in building services and maintenance work such as heating engineers (2 companies), electrical contractors (2 firms) and a plumber. Manufacturing has received 4 grants in total over the 2 years. These have gone to such businesses as a sun bed manufacturer, a recycled paper maker and a metal fabricator. 

TABLE 3.9
Sectoral Distributions of Companies in Receipt of TEGS Support
	Sector
	Companies 2001-02 (%)
	Companies 2002-03 (%)
	2001-02 and 2002-03 (%)

	Primary
	0
	0
	0

	Manufacturing
	18
	13
	16

	Construction
	 9
	47
	24

	Services
	73
	40
	60

	TOTAL
	100
	100
	100


3.16
Table 3.10 looks at where the companies receiving TEGs support are based. Overall there is a reasonable match with the populations of the local council areas. Although this is not perfect, given the low numbers there is little to make one suspect that there is any geographical bias in the distribution of grant aid. This should allay the suspicions of some interviewees who felt that there might be a bias in favour of Stirling companies.

TABLE 3.10
Locations of Companies Receiving TEGS Support – 2001-2003





  (Column Percentages)



	Local Council Area
	Companies receiving TEGS 2001-02 
	Companies receiving TEGS 2002-03 
	Companies receiving TEGS   2001-03 
	  Forth Valley’s Population (2001)     

	Clackmannanshire
	23
	33
	27
	18

	Falkirk
	59
	27
	46
	52

	Stirling
	18
	27
	22
	30

	Elsewhere1
	0
	13 
	 5
	N/A

	TOTAL
	100
	100
	100
	100

	Total companies
	22
	15
	 37
	


Note:-

.
 2 companies were based outside of Forth Valley: 1 in West Lothian and 1 in North Lanarkshire. The one in North Lanarkshire has received 3 grants. 

3.17
The TEGS’ criteria define a number of priority sectors. The relationship between these and the jobs supported through TEGS is shown in Table 3.11. The main areas of correspondence are skilled construction (which is here defined as including maintenance and installation activities) and IT where there are a number of companies involved in   training, equipment servicing and network support. There seems to be little correspondence between the other priority areas and the allocation of grants. Whilst the lack of support to some sectors (for example emerging technologies) is perhaps unsurprising that so few (or no) grants have gone to such sectors as hospitality and tourism and child care, neither of which are sectors that demand high levels of qualifications, is surprising. To some extent this would seem to reflect the fact that the allocation of TEGS grants is largely (although not totally as the trainee interviews show) demand driven, rather than being directed to meet strategic economic development priorities. 

TABLE 3.12
Relationship Between Forth Valley’s Priority Sectors and Grant 




Awards

	Priority Sector
	Grants awarded 2001-03

	Emerging technologies (e.g. biotechnology)
	0

	Skilled construction
	5

	Hospitality and tourism
	1

	Finance and business services
	1

	Health care, especially child care
	0

	Transport
	0

	Information technology
	8



Finance

3.18
Table 3.13 looks at the amount allocated to TEGS in 2001-02 and 2002-03 and what this money was spent on. It can be seen that wage grants averaged £3,012 per trainee start in 2001-02, ranging from £428 (for a trainee who left after 1 month) to £5,076 (surprisingly 2 trainees received exactly the same maximum grant. One’s job was described as an administrative assistant, the other a Workshop Foreman). For those who completed the 6 months period the average grant was £3,470. Assuming that, in all cases, this represented a 60% subsidy over 6 months this equates to a gross annual wage of £11,600. This is 57% below the Forth Valley average (Scottish Enterprise Forth Valley, 2002, p. 7). This confirms the conclusion of the SEEL evaluation that “TEGS remains a low-wage programme” (John Lord Associates, 1999, Paragraph 3.1).

3.19
 In 2002-03 the average wage grant per trainee start increased by 21%. The minimum was £860, the maximum £7,471, implying an average annual wage of £25,000. Rather surprisingly the estimated wages subsidy for 6 trainees is the same (£4,204). As not all of these are doing the same job, or are employed by the same company, this seems surprising. The average estimated, and paid, wage subsidy for the 13 trainees who had either completed their 6 months of support (3 trainees) or were still on the Scheme was £4,192.   Again assuming a 60% subsidy this equates to an annual wage of £13,974, a 20% increase on the 2001-02 figure. However this was still 32% below the all employees’ average for Forth Valley (Scottish Enterprise Forth Valley, 2002, p. 7). It is difficult to know if this increase is driven by the Scheme recruiting more redundant workers (who may be more highly skilled and motivated and can therefore command a higher wage) or because it is responding to employer demands for higher skilled staff.

TABLE 3.13


TEGS’ Expenditure 2001-02 and 2002-03
	 
	2001-02
	Per trainee start1 
	2002-03
	Per trainee  start 2

	Wage grants (£)
	69,279
	3,012
	58,426
	3,652

	Training expenditure (£)
	15,213
	661
	17,760
	1,110

	Management costs (£)
	12,500
	543
	12,500
	 781


 Note:-
1.
There were 23 trainee starts out of 25 acceptances. There were 5 early leavers.

2.
There were 16 trainee starts out of 18 acceptances. To date there have been 3 early leavers.

3.20
Some evidence for the Scheme targeting more highly skilled jobs can be found in the statistics for training expenditure. Table 3.13 shows that this has increased by 68% between the 2 years.  When early leavers are excluded from these figures the rise in costs is greater (106%, with the average cost being £1,366). Table 3.8 showed that there has been an increase in trainees filling “Skilled Trades”. Again this may explain the higher training costs. Individual training grants have ranged from nothing to £4,650, the latter being the training provided to a support engineer.  

3.21
The fall in the numbers of trainees means that, as Table 3.13 shows, the average management cost has been increasing, rising by 44% between the 2 years.


Conclusions

3.22
The key conclusions that one can draw from the above information are that:-

· Demand for TEGS seems to have been falling. Whether this reflects the impact of similar programmes such as New Deal or the fall in unemployment (which is making recruitment difficult for other schemes) is difficult to know. Both seem likely to be factors;

· Although the data may not be strictly comparable it may be that the SEFV Scheme has a higher completion rate than comparable programmes;

· The length of time trainees have been out–of-work before coming on the Scheme has been falling so that TEGS no longer seems to be as effective in targeting those who have been unemployed for many years;

· A growing number of trainees seem to be recruited onto the Scheme when they just meet the unemployment eligibility criteria. There must be a suspicion that employers are deferring recruitment until they can claim a wages subsidy;

· The age of trainees has been increasing, which may reflect  the growing proportion who come onto the Scheme after having been made redundant;

· There is no evidence of any spatial bias between the local council areas, in terms  of  either   trainees or companies in receipt of grant aid;

· A disproportionate number of females are recruited onto the Scheme;

· The extent to which trainees  gain qualifications through the training plan is variable;

· A substantial proportion of trainees seem to be filling skilled jobs, especially in the construction industry;

· There is little evidence that TEGS is targeted at SEFV’s priority economic sectors;

· Whilst the jobs filled through TEGS pay wages below the Forth Valley average the average annual wage seems to have been increasing. It may be that this reflects the greater skill level of the jobs being obtained;  

· A number of companies seem to be receiving exactly the same level of wage subsidy for trainees who are filling different jobs. It is unclear why this should be the case; and

· Average training costs have also been rising.

3.23
The extent to which the conclusions and concerns outlined above are identified by others will now be considered by looking at the results of the various interviews carried out with policy staff. 

4.
The Issues

Introduction

4.1
Having set the scene by providing an overview of TEGS, the issues identified by the client in the project brief, and from interviewing some of the key players, will now be outlined. In addition the client requested that some things, such as the Progressive Employment Programme in Clackmannanshire, be examined.

4.2
In total 13 people were interviewed, 2 by telephone the others face-to-face. Their names are given in Appendix 1. In summary those interviewed were:-

· The 2 staff responsible for the programmes in Stirling Council;

· 4 staff in SEFV;

· 4 staff in the 3 intermediary projects within Forth Valley;

· staff from 2 local authorities; and

· a member of staff from Job Centre Plus.

4.3
Although the focus of the interviews was upon TEGS, some of the issues were relevant to GATE. Accordingly reference is, at times, made to both programmes.  

4.4
In total 9 issues were identified and one initiative examined. The issues were: record keeping; marketing; the TEGS criteria; complementarity between TEGS and GATE; New Deal; the need for TEGS; gaps in provision; training; and delivery. From the issues it was possible to identify the main strengths and weaknesses of TEGS. Finally a number of conclusions were drawn. 

 
Record Keeping

4.5
One of the issues identified by the client was the fact that SEFV’s TEGS database is now out-of-date and its maintenance is no longer supported by Scottish Enterprise. In discussion it also became apparent that the database is inflexible, slow and difficult to use. This may be one of the reasons why information about payments made was not always sent to Stirling on a monthly basis and why there has, at times, been confusion over payments. It was also felt that to maintain and use a separate database was not cost effective, given the fall in the numbers of trainees.

4.6
In contrast Stirling Council now keeps TEGS records on an Excel spreadsheet. This can be readily manipulated and can, therefore, produce information in a variety of formats. 

4.7
The 2 databases contain much of the same information on the trainees, companies and costs.  Indeed the information in the SEFV database is all provided by Stirling Council. That SEFV still maintains a separate system would seem to be a throwback to the time when TEGS was a national programme and when payments were made locally. The main use of the system now is to notify Scottish Enterprise in Glasgow when payments need to be made to the companies, for either the wages subsidy or the training 

4.8
Given these problems it would seem sensible that, if TEGS was to continue in some form, either:-

· SEFV and the contractor use the same database whilst each continues with their current roles. The obvious choice would seem to be Stirling’s Excel based one. It should then be possible to transmit information electronically and for both parties to have access to the same information. This would seem to be a way of increasing efficiency whilst eliminating  the need for data to be entered twice; or

· Responsibility for database maintenance and payments is passed to   Stirling Council, or whoever the TEGS contractor is. However additional payments would be needed to cover the costs involved. To ensure that payments were being use for the stated purposes SEFV would also need to undertake regular financial audits.


This issue is addressed in the Recommendations in Chapter 7.


Marketing
4.9
One of the reasons for not maintaining a separate TEGS database is that trainee numbers have fallen. Whilst there are many reasons for this, one may be inadequate marketing. Indeed there was a general view that both TEGS and GATE were poorly marketed, with some interviewees claiming that they had not seen any leaflets for either programme.   Although there is a website this has had, apparently, few hits. In the past, when the Scheme was more generously funded, press and local radio advertising had been used. 

4.10
Whilst leaflets do exist, and are on display in some of the projects, these are either not glossy or are out-of-date. As such   they do not compare very favourably with the professionally designed material that the intermediary projects use to advertise their own programmes. Information on the programmes is also not incorporated into other promotional material so that it is not sold as part of an integrated package of support. 

4.11
The limited marketing material, and low awareness of the programmes in the intermediary projects, may be a reason why the number of referrals was limited. One project cited 3 for TEGS over the last year, another “very few, if any”. GATE was either not used by the projects (one project saying that they had not make use of it in 3 years, whilst the Job Centre interviewee claimed he had never heard of it) or used infrequently.

4.12
It is easy to criticise the marketing that takes place. However, were greater marketing efforts to be made, then there must be a fear that demand could soon exhaust the available funds, with knock on effects on the Scheme’s credibility. Any costs would also have to come out of the management fee, which was already felt to be modest for the work involved, which included monitoring both trainees and the companies and  maintaining comprehensive records. 

TEGS Criteria

4.13
There were concerns over the TEGS eligibility and other criteria. The main ones were:-

· The level of wage subsidy was invariably 60%, rather than 60% being the maximum. It was felt that it would be possible to achieve the Scheme’s objectives by offering a smaller payment, with a maximum of 30% being suggested;

· The company upper size limit of 250 employees was felt to be too high. There was a view that, if TEGS were to continue, then it needed to be  targeted at smaller companies, where it was felt  it could make a real difference;  

· The use of postcodes was said to be a very crude eligibility criterion. It was felt that there were people just as eligible who lived outwith the designated postcode areas and yet could not be supported. This was felt to be particularly anomalous when redundancies arose; and

· The guideline that no more than 30% of employees in a company could receive TEGS support was felt to discriminate against very small firms.


It would seem that most of these concerns reflect the fact that economic circumstances are now very different to when TEGS was first introduced.   


The Complementarity of TEGS and GATE 
4.14
One of the issues raised by the client was the extent to which TEGS and GATE complemented one another. Opinions on this were mixed and fell into 2 broad camps:-

· The view that TEGS and GATE were part of a suite of assistance and, as such, would be used when appropriate: in particular when clients were found to be ineligible for other support. This attitude is best summed up by the interviewee who felt that there was a “slight complementarity“ between the 2 programmes;

· The alternative view was that there was little relationship between the two. Often those who held this view felt that the programmes had been overtaken by events, particularly the introduction of other national initiatives such as New Deal. 

4.15
It is also the case that the 3 projects run their own training or employment subsidy programmes, for example Launchpad and Progressive Employment.  Perhaps not surprisingly, these were felt to be superior to TEGS and GATE. They were also seen as being more in keeping with current economic development orthodoxy, which places greater stress on training and company development and far less on employment subsidies.


New Deal

4.16
The advent of New Deal was said by 3 interviewees to have taken away the market for a number of schemes. TEGS was no exception, with it being claimed that New Deal creamed off those who were job ready. However it was felt that there were some clients who were not eligible for New Deal (largely because of the unemployment duration restrictions) but who could be supported through TEGS. 

4.17
As such TEGS was seen to be filling a gap and was useful in getting some people into work who might otherwise have to remain unemployed until they became New Deal eligible. However this had to be seen against the bigger picture: the changing economic circumstances that were impacting upon the perceived need for wage subsidy programmes.


Progressive Employment

4.18
At the client’s request Progressive Employment was specifically looked at to see if it might be a model on which any successor to TEGS could be based. 

4.19
Progressive generally provides customised training for an unemployed person who has been offered, or has taken, a job. In some cases training may be provided when there is not a specific job but it is felt that there is a good chance of the trainee being able to obtain one. An example given was of someone with back problems who wanted to obtain a more advanced heavy goods vehicle driving licence so that he would not be required to do any heavy lifting but could still hold down a driving job. 

4.20
Where Progressive is felt to differ from TEGS is in:-

· The degree of employer commitment, with staff working with the employer to identify training needs for the staff member. This process is felt to ensure that the employer “buys into” the training package;

· The aftercare provided, although this is a feature of TEGS. Contact is made with the employer at 1, 3, 9 and 12 monthly intervals. This is not only an opportunity to ensure that the trainee is still with the company but it also enables other training needs to be identified and, if necessary, met;  

· The increasing emphasis upon training either being provided off-site or by an external training provider. One reason for this is to ensure that the training programme is not abused, with the employer simply taking the money and providing little beyond the normal type of supervision that would be given to any new employee;

· The training being focused and concentrated, not potentially spread over a very long period as can occur with TEGS, where the training grant can be used up to 18 months after the trainee starts with the company; and

· It is not available if there is another source of support that will cover training costs.


The above factors are felt to mean that interventions through Progressive are additional and that deadweight is limited. 

4.21
The costs of providing training through Progressive seem modest. The average is said to be £500, whilst the maximum is £1,400. This compares with average costs through TEGS of £1,110 in 2002-03, and a maximum of £4,650 (see Paragraph 3.20).


The Need for TEGS and GATE
4.22
There was a view from some of the intermediary projects and the local authorities   that wage subsidy programmes were not very effective, given the falls in claimant based unemployment. Typical comments included:-

“genuine employers don’t need wage subsidies”; and

“these programmes attract subsidy junkies”.

Not surprisingly, it was felt that there was considerable deadweight and exploitation of the programmes. However, in fairness, this was also seen as being a problem with New Deal, there being a view that employers used it to subsidise wages and then sacked the trainee at the end of the grant period.

4.23
Despite this, there was a feeling that, at the margins, the programmes were     useful in helping small companies to recruit an additional employee at a time when they wanted to expand but did not quite have the cash flow to justify taking on another staff member.  

4.24
There was also a view that, as some employers were prejudiced against the long term unemployed, a wages grant was a way of overcoming this prejudice and thereby getting someone into a job that they would otherwise not get.

4.25
Whilst these benefits may be important to individual companies and trainees, it may be debatable whether these limited gains justify what many interviewees feel is significant deadweight. 


Gaps in Provision 

4.26
The interviewees identified a number of gaps where it was felt there was need for market intervention to help people enter the labour market. However it was not always the case that there was agreement on these. The main ones were:-

· Women returners who are not claimant unemployed and, as such, will not be eligible for most of the available schemes;

· Those who have been unemployed for between 6 and 18 months and   therefore will not generally meet the New Deal eligibility criteria. If such people are not eligible for TEGS, as they do not live in the target areas, then it is felt that there is little public support on offer. This perception was despite the fact that both GATE and Training for Work target this group; and

· The limited support for those who have been unemployed for less than 6 months, although some felt that generally this group has few problems getting back into the labour market.


It may be that these gaps are the ones that TEGS, or a modified version, should focus upon. 


Training

4.27
Originally training through TEGS had been tied to the gaining of a recognised vocational qualification. This was now no longer the case. One  result is that there is a degree of cynicism about TEGS training, there being a view that employers often included it in the “package” so that  they can then  get  money, rather than because it was needed, either for the trainee or to do the job. It was claimed that this was why training was often “on-the-job” rather than being provided by an external agency. 

4.28
The intermediary projects generally felt that training needed to be taken greater account of by employers. Rather than being seen as something that was solely task specific, it needed to be seen as part of both the company and the individual’s development, not a hurdle to be got over to access a wages subsidy.   One way of ensuring that this was done was to insist that training resulted in an industry recognised qualification or some other recognised award being gained. It was felt that TEGS did not do this, with training being very much a secondary factor to the wages subsidy.


Delivery 
4.29
There was a general view that TEGS and GATE, or any successor programmes, should be delivered locally. Ideally this should be through the intermediary projects, which already had good links with local employers, rather than a contractor based elsewhere.  


The Strengths and Weaknesses of TEGS
4.30
Interviewees were asked to identify what they saw as the main strengths and weaknesses of TEGS. One of the widely acknowledged strengths was its management and administration. There were felt to be good communications with companies, trainees and intermediary projects. Paper work and bureaucracy had been reduced to a minimum, with one interviewee being able to contrast his experiences of TEGS very favourably with other initiatives. These positive points were said to reflect upon the quality of the staff running the Scheme.

4.31
Other strengths identified were:-

· TEGS enables an employer to recruit a new member of staff to help company development and expansion;

· It allows an employer to try out a new member of staff with limited financial risk;

· The training grant can be  useful in  helping a trainee to learn how to do the job and obtain recognised qualifications;

· It enables a flexible and rapid response to be provided when there are redundancies; and

· It gives the eligible unemployed a competitive advantage when approaching an employer.

4.32
Against these strengths have to be set a number of weaknesses, in particular:-

· A feeling that the Scheme was abused by  some employers;

· The 6 month rule and post code targeting  discriminating against some people;

· The Scheme  was poorly  marketed and publicised; and

· The quality, or, in some cases, the lack, of training.


Conclusion

4.33
The general view of the interviewees was that wage subsidy programmes were not relevant except in specific, limited, circumstances. For example, when a small company would be able to increase sales by taking on an additional member of staff but had insufficient cash flow to do this. There was a widespread feeling that TEGS was abused by some employers, and that its links with training sent out inappropriate messages: in particular a view that “training” was a hoop that had to be jumped through to secure a wages subsidy, rather than being something that should be an integral part of a company development strategy. 

4.34
However, despite these views, some interviewees still see TEGS and GATE as having a role. They were part of a portfolio of programmes from which the ones that best met the needs of clients, be this employer or an unemployed person, could be selected. However, even this group had reservations about the programmes’ additionality and the current relevance of the eligibility criteria.  Another group of interviewees had limited knowledge of the programmes and saw them as largely irrelevant given changes in national programmes and the current economic climate. 

4.35
In conclusion, all interviewees, even those who felt that the programmes were filling a gap, recognised the need for change. However, their perceptions were invariably based upon limited knowledge. Accordingly the next 2 Chapters look in greater detail at the impact of TEGS. They start by considering its impact upon a sample of trainees.

5.
The TEGS Trainees  


The Sample  

5.1
Thirteen trainees have been interviewed out of the 44 who were accepted: a sample rate of 30%. Attempts were made to contact a further 10. However it proved impossible to reach them as their telephone numbers were unobtainable. Of the 13 interviewed, 12 were still with their initial TEGS employer. The other was an early leaver and was currently unemployed. The sample may be biased, to some extent, towards those who are still employed as those who were uncontactable were generally either early leavers or had been   accepted onto the Scheme but had not started.  

Interviewee Characteristics

5.2
Table 5.1 looks at the age of the interviewees. There is an under-representation of the 25 to 30 year olds and an over-representation of those in the 31 to 35 category. The average age of interviewee was 39. In terms of gender the sample was almost evenly split (6 females). Comparison with Table 3.7 shows that over the 2 years this is a slight over-representation of females.

TABLE 5.1



Ages of Trainees
	Age
	Number
	Percentage 
	Population  Percentage

	25-30
	1
	8
	26

	31-35
	6
	46
	30

	36-40
	1
	 8
	16

	41-45
	2
	15
	14

	46-50
	1
	 8
	9

	50+
	2
	15
	5

	TOTAL
	13
	100
	100


 5.3
Table 5.2 looks at where the trainees live. Clackmannanshire is over represented, whilst there is an under-representation from the other 2 areas.

TABLE 5.2


Trainees’ Area of Residence
	Local Council area
	Number
	Percentage
	Population percentage

	Clackmannanshire
	4
	31
	21

	Falkirk
	6
	46
	51

	Stirling
	3
	23
	28

	Total
	13
	100
	100


5.4
Table 5.3 looks at the length of time trainees had been out-of-work before gaining a TEGS place. The average period unemployed was 20 months, although this figure is skewed by one trainee who had been out-of-work for 10 years. When he is excluded from the figures the average falls to 11 months. One trainee had been unemployed for only 1 day before gaining a job, following a redundancy. It will be seen that the main bias in the sample is the under-representation of those who have been unemployed for more than 2 years.

TABLE 5.3   

Time Unemployed before Gaining a TEGS Place
	Length of time
	Number
	Percentage
	Population percentage

	1 -25 Weeks
	3
	23
	10

	26-52 Weeks
	4
	31
	20

	1-2 yrs
	4
	31
	30

	2 yrs +
	2
	15
	40

	TOTAL
	13
	100
	100


5.5
The previous jobs the trainees had before becoming unemployed were very varied. They included skilled tradesmen (an electrician, mechanical engineer and a stone mason), technical (a laboratory technician), a variety of sales and retail jobs, a production worker in a dairy and a blue collar manager (a foreman in a brick works).

5.6
Table 5.4 looks at the reasons for trainees leaving their previous post. The overwhelming reason was because they had been made redundant. This is a clear reflection of the scale of redundancies within Forth Valley in recent years. For example in 2000 1,580 people were made redundant whilst in 2001 the number had increased to 2,270. 

TABLE 5.4



Reasons for Leaving Previous Job

	Reason
	Number
	Percentage

	Left Voluntarily
	0
	 0

	Health reasons
	0
	 0

	Family reasons
	1
	 8

	Made redundant
	8
	62

	Dismissed
	1
	 8

	Other1
	3
	22

	TOTAL
	13
	100


n=13
Note:

1.
The other category included one person who left his job voluntarily, one who left as his contract ended and another who left because he was unable to get to work as he had no private transport.


Status on TEGS

5.7
Table 5.5 looks at the current status of the interviewees. Of the 13, 6 are still on the job: either still being grant aided or still within the 12 month period that employers guarantee to provide a job. Encouragingly of the other 7, 6 were still in work with the original TEGS employer, on average 4.5 months after the 12 month “guarantee” period had ended. This would seem to indicate that those who receive grant aid are securing sustainable jobs.

TABLE 5.5 


   TEGS Trainees’ Status
	Status
	Number
	Percentage

	On 6 month TEGS job
	3
	23

	In 6 -12 months TEGS  “guarantee” period
	3
	23

	Finished TEGS but still with company
	6
	46

	Left TEGS/company early
	1
	 8

	TOTAL
	13
	100


5.8
The types of jobs that trainees were in   fall into 3 categories:-

· There were a least 3 trainees who had made a complete career change. These were a laboratory technician who became a news reporter, a stone mason  who retrained as a computer aided design technician and someone who moved  from being a production assistant  to a receptionist;

· Several others had simply made a sideways move, filling a post that used their existing skills. Thus an electrician gained a job as an electrician, a brickworks foreman became a workshop foreman, a mechanical engineer became a service engineer  and several of those who had formerly worked in sales or administrative jobs had moved into similar positions; and

· At least 1 trainee had moved down the career ladder, certainly in terms of status, when he became a general labourer after having been a salesman. However this individual had been unemployed for 10 years so such a move may not be surprising.

5.9
Table 5.6 considers the trainees’ approximate pre-tax weekly wage, both at the start of the TEGS training and currently. It will be seen that the current modal value is in the annual range £10,500 to £13,000 which approximates well to the figures for the population given in Paragraphs 3.18 to 3.19. Generally there has been limited change between the start of the training period and the time of the survey. This partly reflects the fact that trainees are still in the same jobs (see Paragraph 5.15). 

TABLE 5.6


Trainees’ Weekly Pre-tax Pay
	Weekly pay (£)
	At start of TEGS contract
	Currently

	50-100
	1
	1

	101-150
	1
	0

	151-200
	4
	3

	201-250
	3
	4

	251-300
	3
	3

	301-350
	0
	0

	351-400
	0
	0

	400+
	1
	1

	TOTAL
	13
	12


5.10
Of the 12 trainees who were still in work all but one were in full-time jobs. 


Training

5.11
Of the 13 trainees, 8 stated that they had received formal training. For 5 of these this had been certificated and provided externally. For 2 this involved gaining the European Computer Driving Licence, another had gained a qualification in 3-dimensional computer drawing whilst the final trainee had received general information technology training. In all cases this had been provided by external training agencies: either a college or a private training provider.

5.12
Regardless of whether training had been certificated, all trainees had received an element of on-the-job training, which is understandable. Training plans were said to have been drawn up in 7 cases. However this was not formalised nor set out according to a standard format. The plans were also invariably aimed at the specific requirements of the job rather than being strategic, in the sense that they aimed at developing generic, transferable skills, albeit that some of these will have been develop through the certificated training. Table 5.7 looks at who drew up the training plans, with Stirling Council being involved in almost half of the cases. A major concern is that the employer has not been involved in drawing up the plan in all cases. This would seem to be desirable if the training is to be adhered to.

TABLE 5.7


 Body Drawing up the Training Plan
	Body
	Number
	Percentage

	Stirling Council
	1
	14

	Employer
	2
	29

	Employer  and Stirling Council
	2
	29

	Training provider
	1
	14

	Other 
	1
	14

	TOTAL
	7
	100


 Note:-

.
One trainee did not know who had drawn up the training plan.
5.13
There are also some concerns about the perceived relevance of the training plans. For example, of the 7 plans the interviewees claimed that 3 had never been implemented as it was not seen as being relevant to the job, whilst 1 (drawn up by an external agency) was felt to be far too basic for the trainee’s level of ability. There also seemed to be a general concern over finding the time to fit training into the work schedule.

5.14
However, regardless of the training provider, or of whether the training was certificated, trainees generally felt that the training had been beneficial as Table 5.8 shows. As might be expected a majority of respondents felt that the training had helped them do their job more effectively. Yet more encouraging is the fact that most respondents felt that the training had given them transferable skills and increased their levels of confidence. These latter 2 points may be very important, given that the average length of time unemployed was 11 months (Paragraph 5.4) by which time it might be expected that motivation and self-confidence would have been undermined.  

  TABLE 5.8

Respondents’ Views as to the Effect of the Training

	Impact
	Number1
	Percentage of responses1

	Helped me to do my job more effectively
	9
	30

	Provided me with transferable skills
	8
	27

	Increased my confidence
	8
	27

	Promotion
	1
	 3

	Able to move to another job
	4
	13

	Other
	0
	0

	TOTAL
	30
	100


Note:

1.
Respondents were allowed to indicate more than one impact.


Impact

5.15
The trainees have generally witnessed little change in their role since starting their TEGS position, being in the same jobs with the same responsibilities.  The exceptions to this were the former trainee who had gained promotion and another who had been given more responsibility but had not, as yet, been promoted.  


Conclusion

5.16
The sample shows that TEGS has:-
· Targeted the long term unemployed;

· Been particularly effective at getting those made redundant back into work; and

· Created sustainable jobs.

5.17
However the survey has identified some concerns:-

· Some of those helped by TEGS had skills (for example an electrician) that one would have thought were in demand in the local labour market. As such the use of TEGS may be opportunism on the part of the employer and as such may indicate there is an element of deadweight in some instances of its use;

· Not all training has involved trainees gaining certificated qualifications. Whilst this is understandable, as employers no doubt see the need as being to get a trainee who can do a specific job, this may be of limited benefit to the trainee in terms of  their subsequent career;

· Training plans are not formalised. This may explain why they are not always adhered to and why some trainees felt they  had not been implemented; and

· Training plans were not always drawn up with employer involvement. Again this may explain why they are not always implemented.

5.18
Having looked at the trainees’ perceptions of TEGS the next Chapter considers the views of the job providers, the employers. 

6.
The TEGS Job Providers  


The Sample 
6.1
Eighteen companies that have provided TEGS jobs have been interviewed, a 49% sample. The spatial distribution in terms of local council areas is shown in Table 6.1. It will be seen that there is a reasonably good correspondence between the location of the sample companies and those in the population.

TABLE 6.1
    Locations of Companies Providing TEGS Jobs
	Local Council Area
	Number
	Percentage
	Population Percentage

	Clackmannanshire
	5
	 28
	27

	Falkirk
	7
	 39
	46

	Stirling
	5
	 27
	22

	Elsewhere1
	1
	  6
	 5

	TOTAL
	18
	100
	100


Note:-

1.
This was a company based in North Lanarkshire.

6.2
Table 6.2 considers the companies’ sectoral distribution.  The sample is more heavily biased towards manufacturing and is slightly under-represented in services when compared to the population. 

TABLE 6.2
   Sectoral Distributions   of TEGS Job Providers
	Sector
	Number.
	Percentage
	Population Percentage

	Primary
	0
	 0
	 0

	Manufacturing
	5
	28
	16

	Construction
	4
	22
	24

	Services
	9
	50
	60

	TOTAL
	18
	100
	100


6.3
The size distribution of the job providers is shown in Table 6.3. The majority are   small companies, with over half having 10 or less employees. 

TABLE 6.3

TEGS Job Providers by Number of Employees

	 Number of Employees
	Number of companies
	Percentage of companies

	1-10
	10
	56

	10-20
	4
	20

	20-30
	1
	 6

	40-100
	1
	 6

	100-250
	1
	 6

	250+
	1
	 6

	TOTAL
	18
	100



Main Markets

6.4
To look at the extent to which company growth promoted through TEGS might result in displacement in the local labour market respondents were asked to identify their main market areas and   competitors. The responses are shown in Table 6.4. Around two thirds of respondents identified their main markets as being Scotland and United Kingdom wide. There was a similar situation as regards competitors. Given this, were TEGS to be facilitating growth in the number of employees in a company, then this seems likely to cause a positive net impact upon the local economy as displacement would be limited in other local companies. 

TABLE 6.4
Main Markets and Competitors of TEGS Job Companies

	 Location
	Main Markets

(Number)
	Main Markets

(Percentage)
	Main Competitors

(Number)
	Main Competitors

(Percentage)

	Local
	5
	 28
	 4
	 27

	Central Belt
	1
	   6
	 2
	 13

	Scotland
	4
	 22
	 2
	 13

	UK
	8
	 44
	 5
	 34

	International
	0
	  0
	 2
	 13

	TOTAL
	18
	100
	15
	100



Use of TEGS

6.5
Of the respondents 5 had used TEGS more than once, in one case 6 times, one 3 times and the other 3 twice. However in some cases multiple use reflected a trainee leaving early. When asked how they first became aware of TEGS there were a variety of responses as shown in Table 6.5. Perhaps most surprisingly is that only 2 claimed to have heard about TEGS through Stirling Council, whilst none had heard of it through the intermediary projects within the area. The single most cited source was SEFV followed by Job Centre Plus and the Small Business Gateway. Interestingly 3 companies had been made aware of TEGS by job interviewees. In one instance the trainee had subsequently been employed. 
TABLE 6.5

 How the Job Provider First Heard about TEGS

	 Organisation
	Number
	Percentage

	Scottish Enterprise  Forth Valley
	4
	22

	Job Centre Plus
	3
	17

	Small Business Gateway
	3
	17

	Stirling Council
	2
	11

	Careers Service
	1
	6

	Other Local Council
	0
	0

	Intermediary Project
	0
	0

	Other1
	5
	27

	TOTAL
	18
	100


Note:

1. The “Other” category included 3 instances where potential trainees had made the company aware that they were eligible for a wages subsidy

 Employment Sustainability

6.6
The trainee interviews found that jobs gained using TEGS seemed to be sustainable after the grant, or guarantee period, ended (Paragraph 5.7).  This is largely confirmed by the employer interviews. Of the 18 employers, 11 (61%) claimed that the TEGS trainee was still employed. Of the 7 who were no longer with the company 2 had been laid off because of lack of work, 2 had been dismissed,  2 had left voluntarily because of health problems whilst the final one had left because of financial difficulties caused by welfare benefits. Although some of the companies were still employing trainees within the guarantee period (28%) there seems, on the basis of this information, little to indicate that TEGS is being exploited by employers in so far as those recruited are not dismissed at the end of the guarantee period.

6.7
When asked how satisfied they were with the TEGS recruit all of the 11 who were still employing the trainee responded that they were “very satisfied”. This no doubt explains why they were retained.

6.8
There was also evidence of employee progression within the company with 45% of trainees being said to have been either promoted or to have been given more responsibility. 

Recruitment Practices

6.9
The interviewees were asked if they would normally recruit from the long term unemployed and from the TEGS target areas. Of the 18 companies 12 (67%) said they would.  Reasons given for not recruiting from the TEGS target groups by the other 6 included:   dishonesty, low productivity and a lack of the necessary skills and experience to do the job.  It may be that using TEGS has changed perceptions and attitudes of this group. This is considered in more detail in Paragraphs 6.25 to 6.26.

6.10
Table 6.6 looks at how employers say they fill the types of post that TEGS trainees had been recruited for. The commonest methods are using the Job Centre and word-of-mouth. In general terms these findings correspond to those from other studies which show that around a third of vacancies are filled, respectively, using job centres, word-of-mouth and newspaper advertisements.  

6.11
The significance of word-of-mouth recruitment is that   the long term unemployed tend to have fewer social contacts and fewer contacts with those who are in work. Accordingly TEGS may be effective in reaching a group of unemployed people who face additional barriers in getting back into the labour market. 

TABLE 6.6
        Recruitment Methods for TEGS Trainees’ Posts
	 Recruitment Method
	Number of responses
	Percentage of total responses

	Job Centre
	 10
	40

	Word-of-mouth
	 8
	32

	Newspaper advert
	 5
	20

	Agency
	 1
	  4

	Other1
	 1 
	  4

	TOTAL
	25
	100


Note:-





 
1.
 “Other” was recruitment straight from school after a work placement.


Training

6.12
Of the 18 companies 15   had a training plan drawn up for the TEGS trainee. In 9 cases the plan had been produced by the employer alone (“it has to be the employer as the training is very specialised and on the job”), whilst 2 companies said that the plan was drawn up by Stirling Council. In the other 4 instances the plan had been drawn up by the employer either in partnership with the Council or the training provider. 

6.13
Table 6.7 looks at who provides the training. The employer was invariably the main provider, with much of the training being “on-the-job”. The justification for this was that the training needs were very specific and therefore could not be met by anyone other than the employer. In 5 cases training was provided by the employer in conjunction with either a college or an external provider. There were also 2 instances where the training was provided by an external provider alone.  

TABLE 6.7



Training Providers 

	Training Provider
	 Number1 
	Percentage of Responses

	Employer
	 11
	60

	Employer and external training agency
	3
	17

	Employer and college
	2
	11

	College
	  1
	6

	External training agency
	  1
	6

	TOTAL
	18
	100


Note:-
1. 
Respondents were able to indicate more than 1 provider.

6.14
Of the 18 companies, 9 stated that the implementation of the training plan resulted in the trainee gaining some form of certification or qualification. However this was generally relatively basic, with half citing either Level 1 or 2 Scottish Vocational Qualifications or SCOTVEC Modules. It was also evident that there was some confusion over the definition of certification/qualifications with a number of respondents giving examples of the certificates distributed by training providers at the end of courses that were not recognised by any formal qualifications body, such as a Computer Aided Design certificate.  However there were some examples of industry recognised certificates being obtained: for example a trade specific electrical engineering qualification.  

 
Reasons for Participating in TEGS

6.15
The main reason cited for using TEGS was, not unexpectedly, the financial benefits to the company: either the wages or training subsidies (Table 6.8).  These were seen as being a way of decreasing the opportunity costs of employing an additional member of staff. Not only was the employee being given what was essentially a trial period, at minimal cost to the employer, but much of the paperwork associated with employing someone was being dealt with by Stirling Council. TEGS was also seen as giving the employer the time to develop a trainee from scratch, so that they were able to learn the company’s work culture and ethos from the start. 

6.16
Interestingly 28% of responses related to the development of the company, either by enabling it to recruit a new member of staff or by allowing expansion to take place which would have been unable to go ahead but for the subsidy. These economic benefits are considered in further detail in Paragraphs 6.21 to 6.22. Some responses also indicated that the Scheme was being abused. For example one company had used TEGS to provide maternity cover.
TABLE 6.8


Reasons for Participating in TEGS

	Reason
	 Number1 
	Percentage of responses

	Wages subsidy
	14
	33

	Training subsidy
	10
	23

	Enabled a new member of staff to be employed
	7
	16

	A way to expand the company
	5
	12

	Provide training for Staff
	2
	 5

	A way to help the unemployed
	1
	 2

	Other
	4
	 9

	TOTAL
	43
	100


Note:

1. Respondents were able to give more than 1 answer.


Project Management

 6.17
Levels of satisfaction with project management and administration were very high, with 12 of the 18 respondents stating that they were very satisfied, 5 “satisfied” and only one being “unhappy”. This last person felt that the Scheme was bureaucratic and that it involved “a lot of effort for the money”. However this was very much the exception and may reflect an unhappy experience with one trainee.

6.18
The extent to which formal aftercare was recognised by the companies varied. Some respondents (4) were very complimentary about the support they received from Stirling Council making such comments as “Jim and Carole were very supportive and were always available if needed”. Although the others did not feel there was any formal system of aftercare, there was a general view that they knew who to contact if need be.


Improvements

6.19
Respondents were asked for suggestions as to how TEGS could be improved. Of the 18, 9 companies made suggestions. These can be categorised as follows:-

· Those respondents (3) who were critical of the restrictions around the Scheme, feeling that it should be generally available to all, regardless of their ages or where they lived;

· A further 3 felt that it needed to be more widely advertised and marketed;

· 2 who were unhappy with the quality of training provided by colleges and external providers, feeling that there needed to be more rigorous quality control over what was offer; and

· 1 who felt that the training grants should be greater as specialised training was costly.

Use of New Deal

  6.20
Only one company was currently using New Deal, employing one member of staff through it. A further company had made use of New Deal in the past. Although this is a very small number it is significant that both felt that the New Deal and TEGS were different with TEGS being seen as a better programme. The 2 gave a number of reasons for this, including:-

· TEGS being felt to attract a more pro-active participant who wanted to work whereas New Deal participants were often being forced into a job otherwise they would lose their benefits;

· TEGS offering a better (larger) financial subsidy; and

· The training package being superior in terms both of the amount of money available and the timescale over which it could be spent.

 
The Impact of TEGS

6.21
Table 6.9 looks at the impact that TEGS has had upon the companies. There was a clear view that recruitment through TEGs had brought economic benefits, in particular by increasing output and sales.   This has been done by enabling new activities to be undertaken and new markets to be developed. 

TABLE 6.9
 

TEGS’ Impact upon the Company

	Impact
	Number of Responses1
	Percentage of Responses

	Enabled output to increase 
	11 
	28

	Enable   Enabled  sales to increase
	7
	18

	Enabled new activities to be undertaken
	5 
	13

	Enabled new markets to be developed
	4 
	11

	Enabled things to take place sooner
	4 
	11

	Enabled   more staff to be employed
	3 
	8

	Enabled  profits to increase
	3 
	8

	Enabled new products to be developed
	1
	3

	TOTAL
	38
	100


 Note:

1.
Respondents were able to give more than 1 answer.

6.22
There is always a danger, with surveys looking at projects from which the respondents have gained a financial benefit, that they may second guess the answers: that is they talk up the benefits   in order to ensure that the project continues. This survey is no exception. However, given the size of the companies in the survey (see Table 6.3) the balance of probability must be that some companies that have taken TEGS trainees have been able to expand in some way.

6.23
However the extent to which TEGS is resulting in additionality (either in terms of enabling expansion to occur that but for TEGS would not have happened or getting people into jobs that they would not otherwise have  filled) would seem to be mixed. For example:-

· There were 3 instances of job applicants telling the company about TEGS which the company then subsequently used. This would seem to  be a clear indication of deadweight;

· One  company  was using TEGS for maternity cover (Paragraph 6.16); and 
· Learning about TEGS from the job centre (Table 6.5) would also imply that the company was in the process of recruiting staff.
However these instances need to be offset by those 3 companies (Table 6.9) that explicitly felt TEGS had enabled them to recruit staff.
6.24
Although it is difficult to arrive at a definitive conclusion,   we would suggest that there is some additionality, in so far as   TEGS has resulted in economic benefits to the local area that would otherwise not have occurred.

6.25
There is some evidence that TEGS is causing additionality in terms of the recruitment from groups who would otherwise face barriers to labour market access: for example the long term unemployed (Paragraph 5.4) who may be cut of from the vital word-of-mouth recruitment networks (Table 6.6). Thus 6 interviewees said that using TEGS had resulted in them being more willing to recruit from the long term unemployed. Of these 6, 3 also claimed that they had changed their views on recruiting staff from certain areas. However it does need to be remembered that 12 of the interviewees claimed that they already recruited from these groups and areas. 
6.26
There was also evidence that the process of drawing up training plans and being forced to think about training had resulted in a number of respondents placing greater emphasis upon the need to train staff (2 respondents) and, in one case, for them to gain  an industry recognised qualification. Again, therefore, TEGS does seem to be having an impact upon changing attitudes albeit this was slight. 


Conclusions

6.27
On the basis of the above analysis the main conclusions are that:-

· TEGS is mainly taken up by small companies  most of whom have 10 or less employees;

· Despite their size these companies are mainly  competing in Scottish or United Kingdom wide markets;

· Employment through TEGS seems to be sustainable in so far as most  trainees are still with the employer after the guarantee period has ended;

· Training was generally provided by the employer and the majority of training plans were drawn up by the employer alone. Qualifications or certification gained as a result of the plan tended to be, with some exceptions,  relatively basic;

· The main attraction of TEGs was the money given towards wages and training costs;

· There was a high level of satisfaction with the way the Scheme was managed and administered. By implication this is a vote of confidence in the staff running the Scheme in Stirling Council;

· The main suggestions for improvements related to removing the restrictions of the Scheme and improving its marketing;

· Use of TEGS had enabled companies to grow. However the extent to which such growth was additional (that is would not have taken place but for TEGS) seems to be mixed. Some companies seem likely to have recruited staff whatever, with TEGS providing useful additional financial support. For others TEGS  seems to have resulted in growth that would not otherwise have taken place;  and 

· Additionality in terms of recruiting from excluded groups seems to be clearer cut, with the long term unemployed being employed and some companies changing their recruitment practices and perceptions of specific groups.

7.
Conclusions and Recommendations

Introduction

7.1
The purpose of this Chapter is to do 4 things:-

· To assess the extent to which TEGS has attained its stated objectives;

· To highlight good and bad elements in its operation and impact, some of which, but not all, will relate to objective attainment;

· To consider in  greater detail the issue of deadweight and additionality in the Scheme; and

· To make a number of Recommendations. These are outlined as a series of options from which the client may want to make a choice.

Reference is made to earlier Chapters to justify specific aspects of the argument. However such references have been kept to a minimum to improve the Report’s readability.

Has TEGS Met Its Objectives?
7.2
The objectives set for TEGS, as outlined in SEFV’s literature, are as follows, to:-
· Increase access to employment opportunities for the long term unemployed who must:-

· live within designated postcode areas; and

· have been unemployed for at least 26 weeks if aged 25 or more
;

· Enhance long term employability by providing training and work experience. As “every effort” is to be made to develop a training plan, which results in new skills being developed, this is clearly a key element in this process;

· Change business attitudes to:-

· Training; and

· Recruitment of the long term unemployed; and

· Have an impact upon business development, which is “an important objective of the programme”, through staff recruitment and training.

 
Have these objectives and eligibility criteria been met? The answer seems to be that they have, but to varying extents. 

7.3
In terms of Objective 1, to help the long term unemployed access jobs, performance seems good. Thus:-

· Those who have gone onto the Scheme have met the geographic eligibility criteria in all but one case (Paragraph 3.10);

· Over the 2 years, 93% of trainee acceptances have been of those who have been unemployed for more than 26 weeks (Paragraph 3.5). The remainder have met the TEGS criteria by virtue of being made redundant.

Given this, the first objective has been almost totally attained. 

7.4
In terms of Objective 2, enhancing long term employability, the picture is more mixed. Thus:-

· Trainees have, by definition, been provided with work experience. However about a fifth are early leavers. Although this seems to be better than comparable programmes, it is still a cause for concern as the evidence is that early leavers perform less well in the labour market (Paragraph 3.4);

· On a more positive note the evidence is that trainees gain sustainable jobs (Paragraph 5.7);

· However some trainees have existing skills that one would expect are in demand in the labour market (Paragraph 5.17). That employers are receiving a subsidy  for employing them, would seem to indicate an element of deadweight;

· The trainee interviews found that not all trainees felt that a training plan had been drawn up for them (Paragraph 5.12). This was confirmed  by the provider interviews (Paragraph 6.12);

· In terms of qualifications, 40% of trainees had gained no qualification (Paragraph 3.13);

· The qualifications gained by the others tended to be a mixture of the work specific (for example ones related to plumbing and heating) and generic ones, in particular the European Computer Driving Licence.

7.5
The main reason for this lesser level of objective attainment was that much of the training was “on-the-job”. As such it may not be distinguished, by either the trainee or the employer, from the type of induction that any new employee would receive. This would seem to indicate that there is an element of deadweight in the training expenditure. Given this we would assess the attainment of this objective as being partial.  

7.6
In terms of changes to business attitudes, Objective 3, there is some evidence that TEGS has had an impact. Thus:-

· A number of the providers claimed that the experience of using TEGS had changed their views on recruiting from the unemployed and those who live in  particular areas (Table 6.10);  and

· There was also limited evidence that some companies were now paying greater attention to staff training. However these were in a minority (Table 6.10).

7.7
The partial attainment of this objective, especially attitudes towards training, may be as:-

· The training grant seems to be seen as just another source of subsidy, as indicated by the extent of “on-the-job” training;
· Training plans had either not been drawn up or were drawn up by the employer solely;  and  
· Substantial percentages of trainees   have not gained any qualifications.   
7.8
Given this it seems that the training grant, rather than changing attitudes towards training, is confirming some employers in their view that training should be solely limited to the skills needed to do a particular job. This seems likely to do little for the individual’s, the company’s or Forth Valley’s long term development prospects. 

7.9
It is also the case that two thirds of the job providers interviewed stated that they already recruited from the long term unemployed and the TEGS target areas (Paragraph 6.9). This would seem to indicate that one of the basic assumptions underpinning TEGS (that people with such characteristics face barriers to labour market access) is no longer valid. 

7.10 These factors mean that we would   assess the attainment of this objective as being only partial.
7.11
Objective 4 is the impact upon business development. There has been some impact. For example:-

· Some companies claim that TEGS has enabled them to do such things as increase output and sales and develop new markets (Table 6.9); and

· Others claimed that they have been able to employ more staff, thereby allowing the company to expand at a time when cash flow would have made this difficult. Given the markets the companies are trading in, and the location of their main competitors (Table 6.4), this means that displacement is likely to be limited. 

7.12
Despite these positive views, there must be concern that the interviewees will talk up the impact of any initiative that gives them a financial subsidy if they think that this will help to safeguard its continuation. There is also evidence of deadweight (Paragraph 6.23) with some companies clearly using the Scheme when they had already made a decision to recruit an additional employee. 

7.13
There must also be some concerns about the sizes of some companies receiving support (Table 6.3). One must doubt that companies with 20 or more employees really need an employment subsidy of less than £4,000. If they do, then the company must be in a precarious situation. Given this, although there is likely to have been some impact upon business development (or profits) as a result of receiving what may be seen as a cash grant, for a significant minority of job providers this must be deadweight. 

7.14
This judgement is not compensated for by evidence that grant recipients have changed their recruitment practices. For example (as stated in Paragraph 7.9) a substantial majority of interviewees claimed that they normally recruited from the long term unemployed. Given this, deadweight is not being offset by the recruitment of people who would otherwise be unemployed. TEGS seems, therefore, for some providers, to be subsidising something that would have happened even in the absence of the grant. Accordingly we would assess the attainment of this objective as being limited.
7.15
In summary performance on the 4 objectives has been mixed:-

· Objective 1 has been almost totally attained;

· Objectives 2 and 3 are judged to have been partially attained; and

· Objective 4’s attainment has been limited.

However, regardless of the extent of objective attainment, it may be that the Scheme has had other impacts. These are considered in the next Section.


The Good and Bad Aspects of TEGS
7.16
Analysis of objective attainment has identified a number of good and weaker aspects of TEGS. This section will attempt to summarise these and add any other factors that, although not directly related to objective attainment, seem to be worth mentioning.

7.17
The main good aspects of TEGS are:-

· The efficiency and effectiveness with which it is run and managed;

· Its effectiveness in targeting the appropriate client group and spatial areas, which is a reflection of good management;

· The Scheme being seen a less bureaucratic than others;

· The sustainability of some of the jobs that trainees obtain;

· The early leaving rate being seemingly lower than for comparable programmes;

· The benefits gained by some participants from training;         

· Grant support enabling some recipients to grow their company;

· Exposure   to the unemployed has changed some employers’ views about the unemployed and caused them to change their recruitment practices;

· Some employers now being willing to pay more attention to staff training; and

· It is filling gaps in public sector support for the unemployed, especially for those who are not eligible for New Deal because of the length of time they have been unemployed.

7.18
In addition one can add something that a number of the evaluations of other TEGS programmes mention, the Scheme’s voluntary nature (for example see John Lord Associates, 2000, p. 22). Only 1 interviewee mentioned this obliquely, when the quality of TEGS trainees was compared favourably with those recruited through New Deal. It was felt that the latter group were often coerced into participation and therefore often made less than ideal employees. This was not the case with TEGS. It may be that this aspect of the Scheme is significant but was not highlighted by interviewees as they take it for granted. 

7.19
In terms of the weaker aspects of TEGS, a number can be highlighted:-

· Marketing was relatively weak, although this may be deliberate given the resources available;

· The level of wage subsidy seems high with 60% being the norm, rather than a maximum;

· By no means all trainees feel they receive training;

· Training plans are not formalised nor are they always drawn up with employer involvement;

· Much of the training is “on-the-job” and therefore may have limited transferability;

· By no means all training results in a qualification being gained; and

· There is a significant body of evidence showing that the Scheme suffers from considerable deadweight. For example increasing numbers of trainees just meet the 6 month eligibility criterion, some employers had started the recruitment process and then became aware or, and used TEGS, whilst some trainees  have skills that one would feel are in demand in the labour market, without the need for a financial subsidy.

7.20
A further negative aspect, that has not been explicitly mentioned in the earlier Chapters, is the opinion of SEFV staff. There seems to be a general view that there is significant deadweight associated with the Scheme and that it is “past its sell by date”. In part this is based upon the evaluations undertaken by other LECs that have resulted in the closure of a number of TEGS programmes (Chapter 2). It would be foolish to ignore this as a factor that will influence the Scheme’s future. 

7.21
One of the main concerns about TEGS is the extent to which there is deadweight associated with it. Although this has been touched upon at various places, in this and earlier Chapters, it will be considered in more detail in the next Section.


Deadweight
7.22
A variety of evaluations of TEGS have identified a significant deadweight element. For example, Cambridge Policy Consultants summarised a number of   evaluation studies that cited deadweight figures ranging from 38% to 53%, that is between 38% and 53% of TEGS participants would have gained the same jobs without there being any public sector support. (Cambridge Policy Consultants, 1997).  They also found that deadweight levels varied dramatically between LEC areas, from 7% in Renfrewshire to 94% in Lanarkshire. Forth Valley, at 33%, occupied an intermediate position. 

7.23
There is evidence that a similar situation applies within Forth Valley today. For example there are a number of indications that deadweight exists:-

· 3 companies were in the process of recruitment when they were informed about TEGS by the interviewee;

· Other companies had learnt about TEGS from the Job Centre, implying they were in the process of recruitment;

· TEGS being used for maternity cover;

· Increasingly TEGS trainees just meet the unemployment eligibility threshold (35% in 2002-03, Paragraph 3.7);

· Some trainees fill skilled jobs using skills they already have; and

· Overwhelmingly the attraction of the Scheme was the financial package, rather than the ability to employ a new member of staff (Table 6.8).

7.24
Although this evaluation is not a rigorous examination of the economic impact of TEGS, taking account of the above evidence, and drawing on  the participants’ and providers’ interviews, our judgement is that:-

· Of the 18 companies surveyed there was true additionality in 4, in that they were able to recruit a member of staff that they would otherwise not have been able to employ but for TEGS. Grossing these figures up to the population would imply that 8 companies (22%) were able to expand. On the basis of the size characteristics of the 4 these are companies that have 10 or less employees. This finding is remarkably similar to that of Cambridge Policy Consultants in their evaluation of TEGS III for Scottish Enterprise. They found that TEGS, by providing money that overcame cash flow problems, had allowed 13% of surveyed companies to recruit staff when, but for TEGS, they would not have been able to recruit at all. A further 10% would have had to delay recruitment  (Cambridge Policy Consultants, 1997); and

· These 4 companies had all taken on one trainee. Again grossing these figures up to the total number of trainee acceptances (Table 3.1) would imply that 18% of the trainee acceptances were additional, with crude deadweight being therefore 82%, on a par with the figure in Glasgow as found in the Cambridge Policy Consultants Evaluation. When expressed as a percentage of completers the figure rises to 26%. However, given that most companies interviewed indicated that they normally recruited from the unemployed this figure is probably an overestimate in that those employed might have been able to obtain jobs elsewhere in the local labour market if TEGS did not exist.

7.25
This is a relatively simplistic analysis (albeit no more so that most evaluations that consider deadweight). However it does suggest that deadweight is significant and has increased since the Cambridge Study was published in 1997. The difference is probably totally accounted for by the changing economic circumstances in the area, in particular the falls in claimant based unemployment.  


Should TEGS Continue?

7.26
Given that there seems to be significant deadweight attached to TEGS, and there are other concerns about its performance (Paragraph 7.19), should TEGS continue to be funded in its current form? 

7.27
Whilst it has a number of good points, about both its operations and impact (Paragraph 7.17), on balance the answer has to be no. The main reason for saying this is that the rationale for it seems to have disappeared. For example most of the employers interviewed indicated that they normally considered the unemployed when looking to fill jobs. Although this may be a reflection of current labour market buoyancy it does indicate that one of the barriers to labour market access, that TEGS was to address, seems to have been significantly eroded. As such there seems limited justification to continue with the Scheme in its current form. 

7.28
This is not to suggest that   all barriers to labour market access have now been removed. However it would seem that the majority of the trainees who are attracted to TEGS are motivated (given the Scheme’s voluntary nature) and, as such, are likely to get work whatever. It may be that those who are coerced to attend compulsory programmes are the ones who face the most difficulties in gaining sustainable work. TEGS does not seem to be marketed at this group nor is it likely to be attractive to them.

7.29
The suggestion that TEGS should not continue in its current form does not imply that its has been a failure or that it has been badly managed. This is simply a reflection of the considerable changes in economic circumstances since the Scheme was first launched. 

Recommendations
7.30
Although TEGS is not a big spending programme (around £89,000 in 2002-03) it accounts for a significant proportion of SEFV’s discretionary budget (around 9%).  Apparently this budget is in demand. This makes the formulation of Recommendations difficult, as we are unaware of the alternative projects that are competing for this money, some of which may be in completely different areas to training and employee support. Accordingly, rather than formulate definitive Recommendations, a number of alternative Options have been formulated all of which cover elements of the TEGS objectives as outlined in Paragraph 7.2. 

7.31
Given the earlier conclusion (that TEGS should no longer continue in its current form) the Options presented are graduated, from the first that is based upon relatively minimal change   through to the later ones that are more radical.

7.32
What underpins the various Options is one of the main conclusions of Chapter2, that there has been a general move from supporting companies, through wage subsidies, to supporting individuals with their training and development needs

Option 1 – Modified Continuity

7.33
TEGS continues to be funded at its current level and is managed by Stirling Council. To improve its efficiency and effectiveness the following actions are taken:-

· A single database is used for client records. This is maintained by Stirling Council with SEFV being given read only access;

· Stirling Council is responsible for making payments on SEFV’s behalf to the companies for both trainees’ wages subsidies and training costs;

· The wage subsidy  element be:-

· 
Fixed at a maximum of 30% of gross wage and National Insurance costs, up to a weekly maximum payment of £100, that is a gross annual wage (including National Insurance) of £17,000;

· 
be paid for a maximum of 6 months

· 
Be only available to companies employing 10 or less staff in total; and

· 
Be only paid on receipt of a business plan that shows clearly the need for the grant;

· The training subsidy element be:-

· Only payable on production of a training plan that is drawn up jointly by the TEGS contractor and the employer; and

· Only payable if the training is provided within 3 months of the job starting;

· Such a plan has to result in the trainee gaining a  qualification that is either to an industry recognised standard or is from a formally recognised training or education provider; 

· Training has to be either provided “off-site” or, if “on-site”, by an external training provider;

· TEGS should continue to be primarily targeted at the 6 month plus claimant based unemployed who live within targeted postcode areas; and

· Those who are made redundant should be eligible for TEGS support regardless of where they live within Forth Valley.

Option 2 – Modified Continuity with Local Delivery
7.34
TEGS continues to be funded at the current level but it is delivered by the 3 intermediary projects within the area. The funding is allocated to them according to the share of the area’s long term (6 month plus) claimant unemployed they account for. They use a standard Excel based system, based on that currently used by Stirling Council, to maintain records. SEFV has read only access to this. As with Option 1 the projects are responsible for making payments on SEFV’s behalf. The revised criteria outlined for Option 1 also apply to this Option.

Option 3 – A Targeted Training and Employment Support Fund
7.35
The wage subsidy element of TEGS is more closely targeted and the money is allocated to the 3 intermediary projects (again in proportion to their share of Forth Valley’s long term unemployment). The money is used to provide limited wages support, vocational training and personal support to people who meet the following criteria:-

· Those who have been claimant unemployed for 12 months or longer, regardless of where they live; and 

· People who are deemed not to be job ready, nor capable of effectively participating in intermediate labour market activities.

7.36
This group should be provided with tailor made support to meet their identified needs, whatever these may be. The aim should be to take them to the stage at which they are deemed to be job ready. 

7.37
Once job ready they should be given support to obtain a job and the Fund should provide whatever training and other in-work support is felt to needed for a period of up to 12 months. The emphasis should be upon providing an integrated, personalised developmental package of support targeted at those who are most excluded from the labour market. This support should be up to a maximum of £3,000 per trainee.

7.38
To assist the employer with this process there should be provision for a negotiated wage subsidy which would last for a maximum of 12 months, paying a maximum of 30% of gross wage and National Insurance costs up to a maximum payment of £100 a week.
7.39
This Option is intended to target support at those who, for whatever reason, have a large number of barriers to overcome before they can access a job. Accordingly, unlike the other options, it will be relatively expensive per trainee and will require close contact between the trainee, employer and TEGS contractor.  For this reason it is unlikely that no more than 10 trainees can be supported in any one year. 

Option 4 – A Training Fund
7.40
The final Option follows the direction taken by most other LECs, that there is little justification for wage subsidies, but there is still a training market failure that justifies public sector intervention. Accordingly it is proposed that the money now spent on TEGS be used to fund a short training subsidy programme. This is to be focused upon those who are job ready but who need a limited amount of job specific training to enable them to fill an identified job vacancy. 

7.41
The training should be:-

· Completed prior to the job being taken up;

· Be for a full-time equivalent of 4 weeks;

· Result in the attainment of an industry recognised, or formally accredited certificate or qualification; and

· Be provided by a training organisation not the employer; and

· Cost up to a maximum of £3,000 per trainee, thereby allowing advanced training to be provided.


In addition it is proposed that the trainee be paid expenses, to cover travel and subsistence, up to a maximum of £50 a week.

Conclusion

7.42
The above Options may not necessarily be mutually exclusive in so far as elements of them all could be combined to create a variety of other approaches. All 4 Options are, however, derived from the earlier analysis in so far as they try to pick up some of the good aspects of TEGS and avoid those that are less good.

7.43
The Options are also based on the assumption that the TEGS money will continue to be used to fund training related activities for the unemployed. If this assumption is not made then the range of Options is potentially very large. 

7.44
Presenting 4 Options may be seen as an attempt to avoid making a decision. This is not the case. As mentioned in Paragraph 7.30, it is difficult to make recommendations when the wide context, which will influence any final decision, is unknown. However, based on the findings of this study and general awareness of the current labour market, our recommendation is that Option 3 be pursued. If there is any case for public intervention it is with those who are currently on the scheme “merry-go-round”. These tend to be those with multiple labour market barriers who are currently going from a training scheme back onto welfare and then back onto a scheme. They would seem to be the real problem that target driven public agencies have been unable to overcome and upon which a successor to TEGS might usefully focus.
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Appendix 1
Interviewees
	Name
	Organisation


	Murray Allan
	Scottish Enterprise Forth Valley



	Neil Boyd
	 Employment Connections



	Stuart Cameron
	Falkirk Council



	Jim Gilmour
	Stirling Council



	Ken Godwin
	Scottish Enterprise Forth Valley



	Lilian Hamilton
	Scottish Enterprise Forth Valley



	Jim Leask 
	Clackmannanshire Council



	Carol McGhee
	Stirling Council


	John Munro
	New Approaches



	Hazel Paterson
	Scottish Enterprise Forth Valley



	Jeannie Roberts
	New Approaches



	Derek Russell
	 Job Centre Plus



	Nancy Wright
	 Routes to Employment




� It has not been possible to include a response from Renfrewshire. However until recently it apparently did offer TEGS. Stopping delivering it was caused by competition from other projects for trainees and competition for discretionary funds.


� Scottish Enterprise Lanarkshire was interviewed. However its responses have not been included into Table 2.2 as it offers a variety of customized training packages.


� Most LECs were also offering national programmes. These are not included in this analysis, which is limited to programmes that are specifically “branded” by the LEC.


� One trainee did not specify the qualification received as result of the training.


� There are a variety of other factors which allow these eligibility criteria to be waived. The key one, for the purposes of this evaluation, relates to those who are made redundant in a “large scale redundancy” (as defined by SEFV). Such people do not require a qualifying period of unemployment, although the post code restrictions still apply.
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