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1.0
Executive Summary
Background, Objectives and Methodology

1.1
This document summarises the outcomes of an evaluation of the Training and Employment Grants Scheme (TEGS) within the Scottish Enterprise Renfrewshire area over the period from April 2002 to March 2004. This period covers the final two years of TEGS in the SER area as the programme was closed to new entrants at the end of the 2002/03 operating year.

1.2
The evaluation sought to achieve the following objectives:

· To assess whether TEGS met its objectives and targets in the SER area.
· To measure the impact of the programme on getting individuals into employment.
· To measure the direct economic impact on companies assisted.
· To identify wider outcomes such as changed attitudes amongst firms and effects on the employability of TEGS recruits.
· To review the management of the programme and any learning points to be drawn from this.
The methodology to achieve these objectives involved consultation with SER’s Project Manager, collation and review of data from SER and the TEGS agents and, most importantly, interviews with individuals on the programme (23 interviewees) and participating firms (19 interviewees).

TEGS over the Plan Period

1.3
TEGS has been a long-standing national initiative and, for this reason, no specific approval paper was available. However, the broad objectives of the scheme are fairly well understood. These are to:

(i) Increase employment opportunities for the long-term unemployed.
(ii) Enhance employability amongst this group.
(iii) Change business attitudes to training and the long term unemployed.
(iv) Assist in the business development of firms.

1.4
TEGS was relaunched as part of the “SIP Employment Initiative” in the summer of 2000. This involved the delivery of the programme through three Local Delivery Agents covering the areas of East Renfrewshire, Renfrewshire and Inverclyde. The programme offers a wage subsidy of 60% for up to 26 weeks and 100% of approved training costs as well as recruitment assistance and aftercare support. Programme eligibility was confined to designated eligible postcodes and to people aged 25-64 and registered as unemployed for more than 26 weeks (as well as certain specific groups who do not need to have been unemployed for this period, including people facing the threat of redundancy).

Activity Profile

1.5
The database information provided to us shows a total of 82 TEGS trainees having entered the programme, during the 2002/03 operating year, which is relevant to this evaluation. The great majority of these were in the Renfrewshire and Inverclyde area. Programme expenditure involves wages subsidy, training costs, management fees and other supporting expenditure (e.g. marketing materials). Based on the figures we have been provided with to date, total expenditure over the 2002-2004 period was approximately £398,694. However, this overstates the real position as some of these costs should be allocated to entrants to the programme before April 2002, who are not the subject of this evaluation. Input expenditure, for the purposes of the evaluation, is estimated at £349,573 (which equates to a gross cost of £4,263 per trainee).

Employment Impacts

1.6
Most TEGS trainees had some history of employment, with 91% previously having been in employment. The age profile of recruits is relatively elderly (almost half were aged 46+). The most common reason for leaving the most recent job held was redundancy (57%) although some individuals also cite health and family reasons.

1.7
Sustainability of employment outcomes is very good, with 87% of recruits currently in employment. There is also some modest evidence of progression, with the average weekly wage of £215 on commencement of TEGS having now risen to £227.50.

1.8
A fairly modest proportion claim to have had a training plan and in most cases, training was limited to on the job support which could perhaps be expected by any new employee. Whilst trainees achieve positive employment outcomes, there is little evidence of significant enhancements in personal skills, which would enhance their employability.

1.9
There is also evidence of significant deadweight. Only 13% of trainees report absolute additionality, with 35% reporting absolute non-additionality. If we apply a 50% weighting to those who cited some additionality, then this provides a weighting factor for calculating additionality of 39%.

1.10
Allowing for the sustainability and additionality levels quoted, then we estimate that TEGS has had a net employment impact of approximately 28 jobs over this period, which equates to a cost per job of £12,485. This is a relatively high figure and serves to endorse the decision made to phase out TEGS as it no longer represented value for money.

Impacts on Participating Companies

1.11
Participating firms were generally small, with 84% having less than 20 employees and 47% less than 10 employees. A range of manufacturing and service sector firms were involved in the programme. Most firms had only used TEGS once, although a significant minority (37%) were multiple users. SER and the Business Gateway were the most common sources of information about TEGS, suggesting only limited proactivity on the part of the TEGS agents.

1.12
63% of firms stated that their most recent TEGS trainee is still with them which is in line with the 70% quoted by employees. Amongst the seven trainees no longer with the firm, four had left of their own accord (two for another job) and three at the behest of the company (usually due to lack of work). Firms also endorse the view that a significant proportion of TEGS trainees have developed within the company.

1.13
89% of firms claim to have drawn up a training plan for the TEGS trainee, although this is at odds with the 61% of individuals who claim to have had such a plan. Again, the majority of training support is in-house. The biggest motivator for the firm is the wages subsidy (cited by 68%). 53% of firms claim that their involvement in TEGS has had a reasonable or significant impact on their willingness to invest in training and development. A lower proportion (37%) claim a similar impact on their likelihood of recruiting people from the Long Term Unemployed.

1.14
A sizeable minority of firms suggest that TEGS has had positive business development impacts such as increased output (47%), increased profits (37%) and new product introductions (32%).

1.15
Additionality is again low with absolute additionality at 11% and absolute non-additionality at 58%. These figures would change little were the wages subsidy to have been lower at, say, 30%. Displacement is also likely to be high with 89% of firms’ sales being to the Scottish market (including 48% to Renfrewshire) and approximately 89% of identified competition being from Scotland (51% Renfrewshire).

Programme Management

1.16
The programme receives very high satisfaction ratings across a range of service attributes such as ease of administration and overall client service. “Marketing of the service” received much lower satisfaction levels although this is clearly a function of the programme’s withdrawal. Some customer confusion is evident in that some companies believed they were continuing to recruit through TEGS to the present day. It could be argued that this testifies to the seamlessness of SER’s withdrawal of the programme.

Achievement of Objectives

1.17
In summary, the achievement of the broad objectives of TEGS may be summarised thus:

	Increase employment opportunities for the long-term unemployed
	Partly achieved in that most trainees live in designated areas and have been unemployed for more than six months. Cost per job is high, however.



	Increasing long term employability
	Very limited achievement; trainees achieve and sustain employment but are often “employable” anyway and achieve limited enhancement of core skills.



	Changing business attitudes
	This is also partly achieved in that there is a slight enhancement in commitment to training and development; there is also some limited evidence of changed attitudes towards the long term unemployed.



	Assist business development
	A sizeable minority of firms report positive business development achievements, but additionality is low and displacement high.


1.18
Successor programmes need to pay greater heed to reducing deadweight which is likely to require a more proactive approach to the recruitment and matching of individuals and firms.
2.0
Background, Objectives and Methodology

2.1
The Training and Employment Grants Scheme (TEGS) was, for a very considerable period of time, one of the suite of labour market interventions, used by SE Renfrewshire and the wider SE network, to address supply-side issues in the labour market.

2.2
Historically, it sought to improve job opportunities for the long term unemployed and people suffering particular disadvantage in terms of their ability to compete in the labour market. Eligibility focused on people living in Social Inclusion Partnership areas, who were over 25 years of age and had been unemployed for more than six months.

2.3
The programme focused not only on the quantity of job opportunities but also the quality of such opportunities, by promoting training and development to enhance the long-term employability of recruits.

2.4
The core features of support available under TEGS included the following:

· A wage subsidy, paid directly to employers, for a period of up to 26 weeks.
· A training grant, payable for a period of one year based on the actual costs of training leading to a nationally recognised vocational qualification.

TEGS aimed to incentivise employers to take on people who were often disengaged from the labour market, and sometimes stigmatized in terms of their potential to compete for jobs. It thus sought to address the market failure of these individuals’ effective exclusion from the labour market.

2.5
Clearly, employers have been an important stakeholder in the implementation of TEGS. They provide the actual job opportunities and the onus has been on them to further the employability of the individual. The programme could only work were employers sufficiently motivated to alter their recruitment practices to prioritise potential employees from the TEGS client group.

2.6
In recent years, it became apparent that certain changes in the labour market environment had made the TEGS “product” less relevant:

· The introduction of the National Minimum Wage ensured that all jobs paid at least a reasonable minimum level.
· Alternative support was made available through employment initiatives delivered by Social Inclusion Partnerships.
· Other employability support through the New Deal was offered.

At the same time, eligibility criteria was tightened in order to enhance the quality of job opportunities supported by TEGS, with numbers assisted falling over time.

For these reasons, TEGS was wound down from February 2003 onwards.

2.7
It was against this background that this short, final evaluation of TEGS took place, covering the final two-year phase of the programme. The evaluation had a historic dimension in terms of an assessment of activity levels and output targets. However, it has also had a forward looking element in terms of how experiences from TEGS might influence the delivery of wider employability initiatives in the future.

2.8
The specific objectives for the evaluation were to investigate the following issues:

· Achievement of objectives and targets:

· participation levels

· numbers in employment

· numbers in training

· numbers achieving qualification

· other positive outcomes (which may or may not have been planned for).
· Economic impact of firms:

· gross impacts

· adjusted for non-additionality

· adjusted for displacement

· taking account of indirect and induced effects by the application of multipliers.
· Wider outcomes:

· changed attitudes amongst employers to the employment of disadvantaged groups

· changed attitudes to training and development

· positive impacts on the long-term employability of recruits

· changes in terms of other barriers to employment (real and perceived).
· “How” TEGS was delivered:

· marketing and communications

· eligibility criteria

· programme management and administration

· customer/client service.

The programme sought to achieve benefits for potential employees and businesses and to affect a change in employers’ behaviour. The achievement of the study objectives required input from both groups.

2.9
The project methodology is illustrated graphically below:
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2.10
The key findings of the evaluation are detailed in the remainder of this document.
3.0
Background and History of TEGS over the Plan Period

3.1
As noted previously, TEGS was a long-standing national initiative and we understand that, for this reason, no formal paper detailing the broad objectives, or detailed output and outcome targets was prepared.


Having said this, it is clear that there was widespread understanding of the broad objectives of the scheme which were to:

· Increase employment opportunities for the long-term unemployed.
· Enhance employability amongst this group.
· Change business attitudes to training and the long term unemployed.
· Assist in the business development of firms.

3.2
TEGS was relaunched in the summer of 2000 as part of the “SIP Employment Initiative” which was targeted at Renfrewshire’s three Social Inclusion Partnership areas. The review of TEGS at this stage had a number of features, the most important of which was the introduction of Local Delivery Agents whose task was to market the programme, secure vacancies, identify opportunities and complete contracts with the employer and client. In addition, the delivery agents had the responsibility to identify and agree suitable training for the individuals concerned and to undertake monitoring visits.
3.3
Delivery agent agreements were concluded between SER and the following organisations, covering each of Renfrewshire’s Local Authority areas:
· Levern Valley Partnership, covering the East Renfrewshire area.

· Paisley Chamber of Commerce, covering the Renfrewshire area.

· Inverclyde Training and Employment Initiative, covering the Inverclyde area.

SER continued to provide a support and back up-service to the delivery agents by, for example, the provision of marketing leaflets and training guidance on grant administration, systems and procedures.

3.4
Amongst the other elements countenanced at the time of the relaunch were:

· More effective usage of in-work benefits.

· Usage of discretionary budgets to overcome barriers to employment.

· Introduction of personal development support for the individual.

· A follow-through strategy to provide aftercare for individuals and employers.

3.5
The TEGS programme was open to all employers, providing that a new permanent job was being created, offering a minimum of 25 hours per week. It was also a stipulation that the post had to offer training and development for the new recruit, “where possible” leading to a recognised qualification.


The main features of support offered were:

· 60% wage subsidy for up to 26 weeks

· 100% of approved training costs

· Access to the grant through the local TEGS Agent

· Recruitment Assistance

· Aftercare support.

3.6
Eligibility was confined to recruits living within certain designated, eligible postcodes in East Renfrewshire, Renfrewshire and Inverclyde. Recruits had to be between 25 and 64 years.

The primary eligibility criterion was that the individual had been registered as unemployed for more than 26 weeks. However, a number of other criteria could also be applied:

· Currently unemployed with a disability
· Ex-services personnel

· Returning to the labour market after a long break

· Recently redundant in a recognised large-scale redundancy

· A participant on Training for Work who also satisfied one of the criteria above.

TEGS could also be used for the re-training of existing employees where jobs were under threat due to the introduction of new technology or other business change.

3.7
By early 2003, it had become apparent that the grant deadweight associated with the programme had increased due to the introduction of the National Minimum Wage. Attempts to drive up the quality threshold of jobs supported had also begun to lead to a decline in the numbers being assisted by the programme.


The decision was taken, therefore, to close the programme to new entrants from the end of the 2002/03 operating year.

3.8
The timeframe covered by this evaluation is, therefore, the final two year’s of the programme’s life in Renfrewshire, from April 2002 to March 2004.

4.0
Activity Profile
4.1
Our profile of activity is based on a combination of information on trainees and participating companies provided to us by the TEGS Agents and financial information on programme expenditure provided by SER.

4.2
The data provided shows a total of 82 individual beneficiaries involved in the TEGS programme over the period concerned. Very few of these were from East Renfrewshire (6) with the other areas being considerably more active (46 clients in Renfrewshire and 30 in Inverclyde).
4.3
The database of companies who had been involved with TEGS was also provided by each TEGS Agent and these were used to source the interviews conducted with employers. There were a total of 130 TEGS employers on this database, which will include some who were active in the period from 2000 onwards (i.e. before the period covered by this evaluation). Relatively few employers by number were in East Renfrewshire (19) or Inverclyde (24) with most being located in Renfrewshire (87).

4.4
Expenditure data has been provided to us, on a monthly basis, for the period under investigation. The monthly data for one area was missing for one month of the 2002/03 year. Therefore, we have estimated the expenditure levels for that month by taking the average monthly expenditure for all months in that financial year.

4.5
We have also been provided with information on the management fee paid to one of the three agents, but not the others. We have, therefore, made the assumption that similar management fees will have been charged in each of the two other areas.

4.6
Based on these figures and assumptions, it is possible to estimate that total expenditure over the period from April 2002 to March 2004 on TEGS within SER was £398,694. However, this overstates the real position as some of these costs should be allocated to entrants to the programme before April 2002, who are not the subject of this evaluation.

To account for this, we have reduced the figure for input expenditure by the level of expenditure incurred in the first three months of 2002/03 (approximately half of a typical TEGS placement). This equates to £49,121 leading to a figure of £349,573 for actual input expenditure over the two-year period of the evaluation.

4.7
The activity and expenditure profile for TEGS over the period may, therefore, be summarised thus:
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Table 4.1: Summary of Activity
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	East Renfrewshire
	Renfrewshire
	Inverclyde
	Total

	Trainees in period
	6
	46
	30
	82

	Companies on database
	19
	87
	24
	130

	Spend 02/03
	£18,469
	£129,556
	£103,387
	£251,412

	Spend 03/04
	£2,140
	£48,134
	£8,178
	£58,452

	Total spend
	£20,609
	£177,690
	£111,565
	£309,864

	Management Fee
	£29,610
	£29,610
	£29,610
	£88,830

	Overall Total Expenditure
	£50,219
	£207,300
	£141,175
	£398,698

	Expenditure Revised to Take Account of Entrants Prior to April 2002
	-
	-
	-
	£349,573


4.8
Based on estimated expenditure of £349,573 and 82 individual beneficiaries, the cost per beneficiary is £4,263.

5.0
Beneficiaries (individuals)


Introduction

5.1
As noted in Section 4, a total of 82 individual beneficiaries were supported at some stage of the period under evaluation. IBP interviewed 23 of these (28%) and the results are summarised herein.

Profile of Beneficiaries

5.2
The majority of individual beneficiaries were male, as illustrated below.
[image: image18.emf]48%

26%

74%

11%

79%

11%

79%

5%

84%

0%

79%

5%

79%

5%

79%

0%

Marketing of the

service

Clarity of written

material

Clarity of

explanations

from TEGS Agent

Ease of

application for

support

Ease of

administration

generally

Ongoing support

to trainee

Ongoing support

to employer

Overall client

service


Figure 5.1: Gender


Base: 23

5.3
There is a relatively mature age profile in terms of beneficiaries, with 69% being aged over 40.

Figure 5.2: Age


Base: 23


One individual stated that they were aged under 25 which suggests an isolated non-conformance with scheme eligibility.
5.4
The geographical profile of interviewees was designed to reflect the spread of activity which was described in Section 4.


Figure 5.3: TEGS Agent and Location


Base: 23


Analysis of respondent postcodes suggests that 20% resided within Renfrewshire’s SIP areas (although they were compliant with the designated postcodes for TEGS eligibility). Given the re-positioning of TEGS within the “SIP Employment Initiative” one might reasonably have expected this figure to be higher.


Employment Characteristics
5.5
As illustrated in Figure 5.4, a significant minority of individual beneficiaries recollect that they were unemployed for less than 26 weeks prior to becoming involved in TEGS.

Figure 5.4: Time Unemployed Prior to TEGS


Base: 23



In some cases, it is possible that the individual’s recollection was flawed. It is also possible that a number of individuals fell into the additional eligibility criteria as described in 3.6. Therefore, any non-conformance with scheme conditions would be an isolated occurrence.

5.6
91% of the sample had previously been employed, suggesting that in most cases the reason for their unemployment was “structural” in nature, rather than being related to underlying issues of their employability. Table 5.1 provides further evidence of this, with “redundancy” being the most common reason for people leaving their previous job and health/family reasons also being important. The “other” category included one individual now at college and another who was working on temporary contracts.

Table 5.1: Reasons for Leaving Most Recent Job

	Redundancy
	57%

	Health reasons
	17%

	Family reasons
	13%

	Dismissed
	-

	Other
	13%



Involvement with TEGS
5.7
There is some evidence of progression within the job for TEGS recruits. Based on the survey responses we estimate their current weekly wage to be £227.50, an increase of 5.5% on the estimated figure of £215 at the outset of their involvement with TEGS.

5.8
Whilst a majority of TEGS recruits claim to have a training plan (61%) this is by no means universal which one might have expected given the nature of the programme. A total of 74% said that they had received training and, in most cases (71% of those who had training) this was based on-the-job. The penetration of training leading to an external qualification is fairly limited at 29% of those receiving training (22% of the total sample). 18% of those receiving training had also had some form of external training which did not have a qualification associated with it.

5.9
The sustainability of the employment outcomes amongst TEGS recruits is generally good. As shown in Figure 5.5 below, 70% are still with the same employer and a further 17% are in other employment.


Figure 5.5: Sustainability of Employment


Base: 23


Only three of the 23 respondents were not now working and one of these was long-term sick (the “other” response).

Benefits of TEGS
5.10
The underlying benefits in terms of the development of personal skills through TEGS are fairly limited for the individual beneficiaries, as illustrated in Figure 5.6 below.

Figure 5.6: Personal Skills


Base: 23



Some participants do report benefits in terms of customer handling, IT and team working which it is reasonable to assume they will have developed “on the job”. However, there is less evidence of any added value in relation to core skills such as communications, assertiveness, problem solving and literacy/numeracy.
5.11
A similar pattern of response is evident regarding a number of “additional benefits” which respondents were prompted to respond to. Typically, respondents recognise their involvement in TEGS as having had a positive impact on a number of tangible issues:

· Extra money

· A “real job”

· Work experience

· A better chance of a job.

However, they are much less likely to perceive that their involvement has had a positive impact on their self-esteem, confidence or personal motivation.


Figure 5.7: Additional Benefits




Base: 23


Comparatively few respondents report impacts in terms of improved information on job availability or on their achievement of a qualification.

Additionality
5.12
Respondents were also probed as to the “counter-factual” of what would have happened in terms of their securing employment had TEGS not been available to them. Responses to this are illustrated in Figure 5.8 below.


Figure 5.8: Additionality


Base: 23


5.13
As can be seen, absolute additionality (those who would not have been able to get a job otherwise) is limited to 13%. Absolute non-additionality is much higher, at 35%. A significant number of respondents believe it would have taken them longer to get a job had TEGS not been available to them.
5.14
To provide an indication of the net employment impact of TEGS, we have applied a 50% weighting to those who cited partial additionality. This leaves an overall weighting factor for additionality of 39%.


Net employment impact can therefore be calculated thus:

(i) There is a gross impact of 82 people into employment.

(ii) Applying a sustainability factor of 87% (based on the data in Figure 5.5) reduces this to 71.

(iii) Applying the additionality factor of 39% to this leads to an estimated net employment impact of 28 over the period.

Based on the estimated input expenditure of £349,573, this equates to a net cost per job of £12,485. This is a relatively high figure in comparison to evaluation of other employment initiatives undertaken by IBP but is, we understand, in line with the findings of evaluations of TEGS undertaken in other Local Enterprise Company areas.

6.0
Beneficiaries (Companies)


Introduction

6.1
Interviews were also conducted with 19 participating firms in order to explore the impact which involvement in TEGS has on this group. The results of this are summarised below.


Employer Profile

6.2
Whilst the geographical profile of firms partly reflects of individual beneficiaries, there are also some firms employing TEGS-eligible recruits where the firm is located somewhere else (there were five such cases, three of which had Glasgow postcodes and two of which had Ayrshire (KA) postcodes).

Figure 6.1: Location of Firm


Base: 19


6.3
A fairly diverse set of industries were represented in this sample, with a significant number being in consumer and business services.

Table 6.1: Business Sector

	Primary industry
	-

	Manufacturing
	16%

	Construction
	-

	Retail
	-

	Services (consumers)
	37%

	Services (businesses)
	11%

	Other
	37%



Of the other category, three respondents were in “engineering” and are other in “textiles”, which could reasonably be included in manufacturing (this would bring the figure for manufacturing up to 37%).

Other sectors included “charity”, server management and tree surgeon.

6.4
Participating firms are generally fairly small, with 84% having less than 20 employees and 47% less than 10 employees.


Figure 6.2: Employee Numbers
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Usage of TEGS

6.5
As illustrated below, most firms had only used the TEGS programme once, which may reflect the preponderance of small firms and the limited recruitment needs which they have.

Table 6.2: How many times has your company recruited
a person through TEGS?

	Once
	58%

	Twice
	16%

	Three times
	16%

	More than three times
	5%

	Don’t know
	5%



Despite this, a significant minority (37%) saw themselves as multiple users of the TEGS programme.

6.6
The great majority of firms had heard about TEGS either through SER directly, the Business Gateway or Job Centre Plus.


Table 6.3: From whom did you first hear about TEGS?


	SER
	37%

	Business Gateway
	26%

	Job Centre Plus
	16%

	Council
	5%

	Careers Service
	-

	Other
	16%



Whilst the “other” category includes two references to Paisley Chamber of Commerce, there remains little evidence of the programme having been proactively “sold” to employers by the TEGS Agents.


Experience of TEGS

6.7
It is encouraging to note that 63% of most recent TEGS recruits are still with the company (and this is reasonably consistent with the findings of the parallel survey of individual beneficiaries). Of the seven people who were no longer with the company:
· 2 had left for another job

· 2 had left for other reasons

· 2 had been laid off because of lack of work

· Only one had been dismissed.


Figure 6.3: Satisfaction with most recent TEGS recruit


Base: 19

6.8
There is, again, some evidence of individuals moving up within their firms, with 11% having already been promoted and a further 37% being given more responsibility within their existing job.
6.9
63% of firms claimed that they would normally recruit amongst the long-term unemployed in any case. Figure 6.4 shows the recruitment method used to recruit TEGS trainees.

Figure 6.4: Recruitment Method
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Recruitment through Job Centre Plus and, to some extent, word of mouth, is the norm.
6.10
89% of firms claimed that a training plan had been in place for the TEGS recruit. This is considerably higher than the recollection amongst trainees themselves. In only three cases (18%) was the TEGS Agents involved in drawing this up. In most cases (71%) the firm took the lead.


Most training was provided in-house although colleges or other external training providers were involved in 5 cases (30%).

6.11
The most apparent motivator for firms was the wages subsidy, as illustrated in Figure 6.5. The training subsidy and the ability to take on an additional member of staff were mentioned by a significant number of respondents. A substantial minority also claim to have acted out of altruistic purposes (“a way to help the unemployed”).

Figure 6.5: Reasons for Recruiting through TEGS
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Impacts on the Firm

6.12
Figure 6.6 summarises a range of perceived impacts on the firm.


Figure 6.6: Impacts on the Firm
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Clearly, a majority recognise there to have been an impact on their investment on training and development and a significant minority (37%) believe there to have been an impact on their future recruitment practices with regard to the long-term unemployed.

It is also encouraging to note the substantial proportion who believe that their involvement with TEGS has impacted on sales and output. Even where the impacts are less prevalent (new markets, products and increased profits) they are still recorded by a significant minority of firms sampled. The suggestion is that TEGS has good business development impacts in small firms although this must clearly be set against significant programme costs.


Additionality
6.13
Additionality from the firms’ perspective is profiled below.

Figure 6.7: Additionality
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The “other” response was that recruitment may have been delayed. Clearly, additionality in terms of firms is very low with only 11% reporting that they would not have recruited anyone for the job without TEGS support. Absolute non-additionality is high at 58% and 26% state that their behaviour in terms of targeting recruitment at someone from the long-term unemployed was altered.
6.14
Firms were also asked what would have been different with a wages subsidy of 30% rather than 60% as illustrated below.


Figure 6.8: Changes with Wages Subsidy of 30% rather than 60%
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In these circumstances, fewer firms say they would have recruited the same person anyway although this figure is still comparatively high. The figure for absolute additionality is slightly higher (in other words, slightly more employers would not recruit anyone if the wages subsidy were lower) although this equates to only 3 out of 19 respondents. The figure for those who would have targeted recruitment at the long-term unemployed is correspondingly lower.

Displacement
6.15
In assessing the business development impact of the TEGS intervention, we must also be mindful of displacement. To provide an indication of this, we have undertaken an estimate of the destination of firms’ sales.

Figure 6.9: Destination of Sales of TEGS Firms
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6.16
It can be seen that 89% of firms sales are to the Scottish market and a significant proportion are to the local Renfrewshire market (48%).

Much of the competition to firms is also local (again, 89% from Scotland, of which 51% is from Renfrewshire).

It can be concluded from these figures that displacement will be relatively high.

7.0
Programme Management
7.1
A further objective of the evaluation was to consider aspects of programme management and administration.

7.2
In general, although we came across examples of bureaucratic “niggles”, these seem to have been overcome with only limited problems. The process by which the Agents raised claims for payment and these were checked appears to have appropriate “checks and balances” built into it.

7.3
We would note that some aspects of documentation could not be tracked down (e.g. contracts with Agents) and it seemed to us that the reasons for this lay in the variety of staff who had been involved in managing this programme for SER over the years.

7.4
SER’s Project Manager is of the view that the use of local organisations as agents made the programme more accessible to small firms and this does appear to be borne out by the profile of participating firms.

7.5
Figure 7.1 below illustrates firms’ ratings of different aspects of programme management from their perspective:


Figure 7.1: Ratings for Programme Management
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Clearly, employers’ expectations of the service are being met with regard to almost all aspects of the service including:
· Clarity of written material and expectations

· Ease of application and administration

· Ongoing support

· Overall client service.

There were only limited “complaints”:

“Never had any follow-up as we wanted to take on someone else and possibly would have”

“Training agent should spend more time with trainee”

“No benefit to us, just hassle”.

In the latter case, this was one of the few “unsuccessful” placements and this clearly conditioned the individual’s response.

7.6
Ratings for “marketing of the service” are much poorer although this clearly reflects the withdrawal of the programme during the period under evaluation.


In our discussions with firms, we came across a number of organisations who perceived that they had recruited through TEGS since the period where the programme ended. The tentative suggestion would be that, for these firms, alternative approaches were meeting their needs and TEGS had not been “missed” as such.

8.0
Conclusions

Overall Conclusions
8.1
Whilst the overall purpose of TEGS was well understood, its status as a national programme delivered at a local level had been such that good practice in terms of the setting of clear targets has not always been followed through.

8.2
There are only isolated instances of individuals’ participation within TEGS which appear to be non-compliant with the programme criteria.

8.3
However, there has been limited proactive targeting of the initiative (for example, at SIP areas) and this is an area which should be considered with respect to future programmes.

8.4
TEGS is a relatively expensive labour market intervention, with a cost per trainee estimated to be in excess of £4,000.

8.5
The programme does, however, achieve sustainable outcomes in terms of employment and contributes to a number of positive business development impacts.

8.6
In common, with other areas, grant deadweight has been a particular problem. This needs to be addressed both in terms of the design of any future initiatives and in terms of how they are implemented. It is particularly important that, when third party delivery agents are involved, that they are carefully monitored, work to clear targets and are incentivised appropriately to meet targets for engagement with different target groups.
8.7
In summary, the achievement of the broad objectives of TEGS may be summarised thus:

	Increase employment opportunities for the long-term unemployed
	Partly achieved in that most trainees live in designated areas and have been unemployed for more than six months. Cost per job is high, however.



	Increasing long term employability
	Very limited achievement; trainees achieve and sustain employment but are often “employable” anyway and achieve limited enhancement of core skills.



	Changing business attitudes
	This is also partly achieved in that there is a slight enhancement in commitment to training and development; there is also some limited evidence of changed attitudes towards the long term unemployed.



	Assist business development
	A sizeable minority of firms report positive business development achievements, but additionality is low and displacement high.
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