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1.0
BACKGROUND, OBJECTIVES, SAMPLE PROFILE AND METHODOLOGY

1.1
Background

1.1.1
Glasgow Works was established in 1994 as a mechanism to tackle Glasgow’s problem of long-term unemployment. The programme supports 23 projects throughout Glasgow, run by 13 local organisations. Each individual project offers a wide variety of employment, supported by training and personal development. Each project is also responsible for the provision of jobsearch facilities and aftercare for a period of 6 months for each participant. 

1.1.2 Glasgow Works has been subject to two previous evaluations of job outcomes since the programme started – once in May 1998 and a follow up exercise in June 2000. The analysis groups were leavers between January 1996 and December 1997, and January 1998 and September 1999 respectively.

1.1.3 Results of the 2000 evaluation showed that:

· 73% of leavers had had a job at some point after leaving Glasgow Works. 

· 62% were in employment 3 months after leaving.

· 56% were in employment 12 months after leaving.

1.2
Objectives

1.2.1
The specific research objectives were as follows:

· Establish the level of job outcomes from Glasgow Works, and their sustainability from a sample of leavers between 1 October 2000 and 30 September 2002

· The number and percentage of leavers who left Glasgow Works straight to a job

· The number and percentage of leavers who moved to a job within 6 months of leaving Glasgow Works

· The number and percentage of people who were still in work for 6 months, 12 months and 18 months after leaving

· The report should also determine the following specific characteristics of the survey sample:

· Age, gender and length of unemployment prior to starting Glasgow Works

· Length of time spent on programme

· Type of job people have achieved since leaving Glasgow Works

· Type and level of qualification achieved, if applicable.

1.3
Sample Profile

1.3.1
The total estimated number of Glasgow Works leavers within the evaluation period is 1,120.

1.3.2 The sample used in this evaluation consisted only of those leavers who had completed their contract and had found employment on leaving Glasgow Works. This should be noted as a key difference between the previous two evaluations. Previous evaluations also included those who had not left to employment or who had left the programme for other reasons. 

1.3.3 Consequently, the sample was taken from a list of 335 names supplied by Scottish Enterprise Glasgow.

1.3.4
The minimum acceptable sample size is 19%. A total of 139 individuals were consulted. This constitutes a sample size of 41% of the total available interviewees.
1.3.5
There was no requirement to weight the sample in any way. Therefore, interviewees were sought on a basis of availability and willingness to be interviewed. 
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1.3.6
The sample characteristics are shown in Figure 1.1 below:
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1.4
Methodology

1.4.1
The overall methodology applied is as illustrated in Figure 1.2 below:

Figure 1.2: Methodology
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Telephone Interview Programme




     - Individuals who secured employment




     - 335 names provided
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1.4.2 The principle element of the research was a structured telephone survey of 335 participants. Their profile is detailed in Figure 1 in 2.3.6.

1.4.3
Individuals were interviewed by means of a 15 minute telephone survey. 

1.4.4
Attempts were made to contact all 335 individuals. Of those that were unavailable, the majority had either changed their telephone numbers, or used mobile numbers which had since changed. Where numbers had changed, attempts were made via directory enquiries to ascertain new numbers.

1.4.5
Each number was tried a total of six times. If contact was not made, then it assumed that individual was unavailable for interview.


2.0
Time to employment on leaving Glasgow Works.

2.1
Figure 2.1 illustrates the time from leaving Glasgow Works to securing employment.


Base: 138 respondents – One person could not recall

2.2
The data sample was made up of those individuals who it was understood had gained employment on leaving Glasgow Works. Therefore, the 12% who claim never to have found employment is an anomaly in the sample. One possible explanation for this is that individuals are reluctant to reveal their employment status to an unknown organisation representing a government organisation. 
2.3
Those individuals that secured employment within 6 months of leaving Glasgow Works cited lack of jobs as the primary reason for not finding employment straight away (56%, 5 people). A further 22% (2 people) said that they felt a lack of skills prevented them from finding work, with the remaining reasons given as further education and family reasons (33%, 3 people).

2.4
Of the individuals that took more than 6 months to secure employment (2%, 3 people), 2 said that a lack of jobs prevented them from finding employment and 1 said that childcare/family was the reason.

2.5
Care must be taken in lending credence to those who said they had never been in work, bearing in mind the nature of the sample, which was composed solely of individuals who had secured employment.

3.0
Duration of Employment

3.1
It is important to bear in mind when reviewing this section that the figures are based on those who have worked at some point since leaving Glasgow Works. 

3.2
Figures will therefore be calculated using the 88% of the sample who have been in work since leaving Glasgow Works. This is a total of 122 people. However, 5 people could not recall how long they had been employed in their first job, and consequently, a total of 117 people has been used as a base figure.

3.3
Figure 3.1 shows the period of time individuals were employed in their first job.

Question: After leaving Glasgow Works, for how long were you employed in your first job?

Base: 117 respondents

3.4
An important observation from figure 3.1 is the high number of individuals (61%) still in their first job. In order, however, to gauge the level of sustainability of employment among this group, figure 3.2 shows the period of time that this group have been in employment.

 

Base: 71 respondents

3.5
These figures are extremely encouraging for the sustainability of employment outcomes. Over half of these leavers have been in continuous employment for over a year. 

3.6
There is a strong correlation between those people who left straight to a job and those in continuous employment. 94% of leavers who have been in continuous employment since leaving left straight to employment. 

3.7
For the remaining 39% of the sample who have changed jobs since leaving Glasgow Works, 54% are currently employed and 46% are unemployed.

3.8 On the basis of the figures in 3.4 and 3.7, it can be shown that of those individuals who gained employment on leaving Glasgow Works, 82% are currently in employment. This is calculated on the basis that 61% of the sample who gained employment are still in their first jobs. Of the remaining 39%, 54% are currently employed. This gives a total 96 people who are currently in employment.

This translates as 82% of the total sample. If the 2 people in 3.9 who are currently in further education are included in this figure, it is increased to 84%.
 

3.9 Of those 21 people who are currently not in employment, 2 are currently in further education. This should be regarded as a positive outcome. 

The status of the remaining 19 is:

· 33% are ill

· 19% claim a lack of jobs

· 19% did not respond

-    10% claim other reasons

· 10% say lack of skills prevents them finding employment.

3.10 In total, 109 individuals gained employment immediately on leaving Glasgow Works. 6 months after leaving Glasgow Works, 77% of them were still in employment. 12 months after leaving Glasgow Works, 72% were still employed. 18 months after leaving, 69% of them were still in employment. These figures indicate a strong element of employment sustainability, although they are not as strong as the previous two surveys. This could in part be due to differences in the sample make up, or in the characteristics of the individuals taking part in Glasgow Works during the evaluation period.

3.11
Figure 3.3 shows the period of time that individuals were employed in their first job after leaving Glasgow Works:

Figure 3.3:  Sustainability of Employment

	Period of time in first job after leaving
	% of leavers remaining in first job

	0-3 months
	84%

	4-6 months
	74%

	7-12 months
	67%

	13-18 months
	64%

	18 months +
	62%

	In continuous employment
	61%


Of those individuals who gain employment, there is strong evidence that they enjoy sustainable outcomes in the long term. Figure 3.3 shows that 61% of leavers who gained employment are still in their first job. 

3.12
It is apparent that the longer an individual spends in their first job, the greater the chance they have of maintaining employment in that job. This is illustrated below. 

89% of individuals who were employed for 0-3 months after leaving were still in employment in the same job at 4-6 months after leaving.

91% of individuals who were employed for 4-6 months after leaving were still in employment in the same job at 7-12 months after leaving.

96% of individuals who were employed for 7-12 months after leaving were still employed in the same job at 13-18 months after leaving

97% of individuals who were employed for 13-18 months after leaving were still employed in the same job 18 months plus after leaving.

There is progressively less drop out from first time employment the longer the employment period. There are a number of  reasons for the high level of drop out in the early stages of employment. Short term contracts coming to an end are most likely, but any behaviour or attitude issues will be uncovered in the early stages of employment and an individual may decide to leave or be asked to leave. 

As individuals gain more experience and become more established in their positions, it is more likely that they will have demonstrated the behaviours necessary to maintain employment, and, if made unemployed, it will be likely to be connected with factors outwith their control.

3.13
It is interesting to note that the length of unemployment prior to joining Glasgow Works does not appear to have an effect on the length of employment when leaving. It might be expected that those people who had been long term unemployed prior to Glasgow Works may have difficulty in sustaining employment because of basic employability skills lost during their period of unemployment. This, however, is not the case.

3.14
66% of leavers who were unemployed for over 3 years prior to joining Glasgow Works have been in continuous employment since leaving. Similarly, 57% of those who were unemployed for 2-3 years before joining have been in continuous employment.

3.15
This compares with 60% of leavers who were unemployed for 6 months to 1 year and 62% who were unemployed for 1-2 years prior to joining.

3.16
These figures indicate a strong consistency of continuous employment when compared with unemployment prior to Glasgow Works. Encouragingly, Glasgow Works is able to sustain employment among the group that would appear to present the greatest difficulty in sustainability ie. those unemployed for over 2 years.

3.17
There is a strong relationship between the length of time spent on Glasgow Works and sustainability of subsequent employment. Figure 3.4 shows this relationship.

                Figure 3.4: Time on Glasgow Works with Sustainability of                            

                                   Outcomes


	
	Up to 6 months
	Over 6 months

	0-3 months
	33%
	67%

	4-6 months
	10%
	90%

	7-12 months
	13%
	87%

	13-18 months
	33%
	67%

	Over 8 months
	33%
	67%

	Continuous Employment
	30%
	70%


This table clearly demonstrates that those individuals who spent over 6 months  on Glasgow Works enjoyed a significantly higher level of sustainable employment outcomes. 

4.0
Quality & Type of Jobs

4.1
Figure 4.1 shows the types of contract that people who are currently in employment have (68% of sample, 95 people). Clearly, the vast majority are on full time, permanent contracts, a strong indicator that Glasgow Works leavers are able to sustain permanent work.


4.2
Our research indicates that there is a high level of satisfaction with these positions, with 82% saying that they are happy with their current positions. 

4.3
Interestingly, when asked to state why they were happy with their current positions, relatively few of them stated ‘wages’ as a key factor.  The primary responses were given as:

· “like the work”

· “like the people”

4.4 One reason for this could be that the rates of pay are significantly above the minimum wage, and consequently people are motivated by other factors. Figure 4.2 shows gross weekly rates of pay on a pro-rata basis


4.5
On the basis of a 35 hour working week, and a minimum wage of £4.20, the national minimum weekly pay rate would be £147. 

4.6 
Figure 4.3 shows the hourly rate as it applies to each contract type.


As might be expected, part time, temporary work attracts the lowest rate of  pay, but it should also be noted that a very small percentage of the sample are in this type of contract. The majority are in permanent contracts, either of a full or part time nature, and receiving renumeration levels significantly higher than the national minimum wage.

4.7
Sessional work, whilst comprising a small percentage of the sample, appears to pay particularly high rates. We identified the nature of the jobs being carried out on a sessional basis and concluded that the types of jobs (Nurse, Plant Operator, Gardener, Warehouse Worker and Childcarer) could, potentially attract these rates of pay on an hourly basis.

4.8
The nature of employment is strongly influenced by those individuals who have entered Childcare & Administration. The remainder of the positions would appear to be of a semi skilled or skilled nature, although it is difficult to conclude this authoritatively.

5.0 Source of Jobs

5.1
Leavers have used a variety of sources to locate employment. Figure 5.1 
shows the source of employment by contract type.



Base: 139

5.2
Almost 50% of those in full time permanent contracts have used the Glasgow Works job search facility. This is a strong indicator that Glasgow Works, whilst providing the necessary skills and experience to access the labour market, is also providing a gateway to permanent employment. Job Centres are also an important source of this type of contract.

5.3
Part time permanent positions, which account for 21% of the total sample of those in work, are sourced predominantly via newspapers and Glasgow Works. 

5.4
When considering the remaining contract types, it should be borne in mind that together, they constitute only 18% of the sample. It is interesting, however, to note that the vast majority of full time temporary posts are sourced via Job Centres, whilst part time temporary positions are sourced via Glasgow Works.

6.0
Training 

6.1
Individuals undertook a wide variety of training whilst on Glasgow Works. However, the most popular course themes amongst leavers were childcare and first aid.

We estimate that 25% of leavers undertook childcare related training, with 18% undertaking first aid related training.

6.2
When asked whether or not the training had been beneficial to them on leaving Glasgow Works, 115 leavers were able to respond to this question, with 21 non responses. We would conclude from the people who did not respond to this question that they were unable to say whether or not the training had benefited them.

6.3
The level of non response could indicate that, in some circumstances, individuals are unable to link training outcomes with job outcomes. 

6.4
76% of respondents said that the training had been of benefit to them on leaving Glasgow Works. Leavers stated a number of reasons why they found the training to be of benefit, but primarily, they were articulated as:

Enabled me to get a job 
–
40%
Increased skills

- 
19%
Increased confidence
           -            19%

Leavers were also asked specifically whether the training had led to increased skill levels, increased confidence or brand new skills.

The results of this prompted question are shown below:

Increased skills
86%

More confidence
72%

Brand new skills
45%

Increasing skills and confidence levels are key in breaking down barriers to employment. From the responses above, there is strong evidence that Glasgow Works has achieved this.

6.5
Of the 24% who said that the training was of no benefit to them, the bulk of them said that it was ‘a waste of time’ ‘no work available’ and ‘not relevant to current job’.  

6.6
Of those who said the training did not benefit them, 43% are currently unemployed. The reasons they gave for not benefiting from the training are:

29% said “waste of time”

29% said “no work available in council”

19% said “couldn’t find work”

14% said “stayed to watch new baby”

10% said “no training given”

10% said “not relevant to what I now do”

5% said   “did not complete course”

5% said   “course too short”

5% said   “did not gain enough experience”

5% said   “did not get qualifications”

5% said   “don’t know”

Respondents often gave more than one reason for the training not being beneficial.

6.7 Leavers were also asked about the personal training allowance provided by Glasgow Works. The entire sample of 139 leavers responded to this question.  A total of 42% of the sample said that they had used their allowance, 53% said they had not, and 5% said they didn’t know.

6.8
The greatest proportion of those individuals who stated that they did not use the personal training allowance came from projects involving Childcare, Administration and Sports & Recreation. However, it should be noted that some Glasgow Works projects operate Individual Learning Accounts where training and personal development monies are integrated for greater flexibility. Consequently, trainees may not appreciate what training is funded by personal development money.

6.9
Leavers were specifically asked whether the training had led to increased skills, increased confidence or brand new skills. The responses were:

Increased skills:
69%

More confidence:
42%

Brand new skills:
31%

Interestingly, these responses are not at such a high level as those who undertook training that led to a qualification. The nature of this question is that leavers can state more than one benefit. From the above response, it would appear that leavers are stating fewer multiple benefits from personal allowance training than from qualification based training.

Leavers were also asked to state other benefits arising from the training. Of those that responded, the bulk of activity was as follows: 

 38% took driving lessons,

 7% took fork lift instruction

 7% took health club training

 5% took first aid

6.10
78% of those who confirmed they had taken the personal allowance said that it was of benefit to them on leaving Glasgow Works. In the main, most respondents stated that getting a better job, developing a new skill, going back to driving or learning about computers were the principal benefits.

6.11
The 22% who did not find the personal training valuable stated the following reasons:

Couldn’t find work
33%

Failed driving test
17%

Never took driving
17%

test

Never used it

17%

Had to use it

8%

Other


8%

6.12
The number of leavers who claim they did not use the personal training allowance would indicate that there is an issue in awareness levels of this training. This training is available to all participants as part of Glasgow Works, and the fact that a relatively low number are aware of it indicates that the profile of this element is not sufficient for leavers to attribute benefits to it. It should be reiterated at this point that Glasgow Works is also focused on work experience, and that personal development training is a component of a wider intervention.

6.13
29% of the total sample of 139 people has undertaken training since leaving Glasgow Works. This training is a combination of in-house, or on-the-job training, with training based on courses and qualifications.

6.14
40% of the above sample has undertaken training that led to additional qualifications. These qualifications are a combination of SVQ levels 2 & 3, and other professionally related qualifications. Two people are currently engaged in Masters degrees. 

7.0
Glasgow Works Experience

7.1
On the whole, leavers spoke in very positive terms about Glasgow Works. 79% of the total sample felt that their experience on the programme had helped them to secure employment.

7.2
There were a range of reasons given as to why Glasgow Works had been helpful. In order to enable a degree of measurement, these reasons have been grouped into the following themes:

Training

Confidence

Employability

Staff

Other (includes “everything was helpful” 11% of this section)

Figure 7.1 summarises these responses: 



Base: 109 People

7.3
From the above responses, training and employability are clearly the major areas where leavers have found benefit. However, there also a clear benefit in helping leavers to increase their confidence levels. 

7.4
The remainder of the sample who felt that Glasgow Works did not help them to secure employment, stated the following reasons illustrated in figure 7.2.

Figure 7.2
Reasons for not Finding Employment

	Reason
	% of Sample

	Did not complete course
	22

	No work available
	19

	Not trained enough
	11

	Can’t find right type of job
	7

	Couldn’t use qualifications
	7

	Don’t know
	7

	Jobs filled internally
	4

	Not enough money
	4

	Lost benefits
	4

	Illness
	4

	Not kept on placement
	4

	Course cancelled
	4

	Only used them to get my certificate
	4


A further 4% of the sample went to college after leaving Glasgow Works.

7.5
When considering the above table, it should be borne in mind that these percentages constitute relatively small actual numbers. For example, for the 19% who said that they received no benefit due to a lack of jobs, this translates to 5 people. 

7.6
Finally, leavers were asked what elements of Glasgow Works could be improved. 31% of respondents said that they felt the programme was fine as it was, and wouldn’t suggest any improvements. An additional 24% said that they didn’t know how the programme could be improved. These are extremely encouraging results for Glasgow Works, particularly when considered with the degree of successful job outcomes.

7.7
The suggestions on how to improve Glasgow Works relate primarily to the training element of the programme. Longer courses, higher qualifications, more tutors and more training were all suggested as potential programme improvements. These are very encouraging comments, as they suggest that leavers recognise the value of training in seeking employment. 

8.0
Conclusions

8.1
The results of this third evaluation of Glasgow Works appears to reinforce the findings of the previous two evaluations that the programme provides sustainable outcomes for participants who have gained employment on leaving. 77% of individuals who left Glasgow Works to employment were still in employment after six months, 72% were still in employment after twelve months and 69% after 18 months. These figures should not be compared directly with the previous two evaluations due to differences in sample size and characteristics. 
8.2
Employment sustainability is a feature, however, of those who have secured employment. 61% have been in continuous employment with the same employer since leaving the programme. In  terms of length of employment 55% of this sample have been in continuous employment for over a year.

8.3
94% of this sample gained employment directly on leaving Glasgow Works. Consequently, the length of time any individual member of this sample has spent unemployed has been minimal.

8.4
Sustainability of employment appears to be of a comparable level with recent evaluations. 61% of leavers are still employed in their first jobs. Of those who have left their first job since leaving Glasgow Works, 91% who were in employment at 6 months were still in employment in the same job at 12 months, with 96% of those employed at 12 months remaining in the same job at 18 months. These are very encouraging figures for Glasgow Works, indicating not only a strong element of sustainability, but showing that the longer people spend in the workplace, the more likely they are to maintain employed status.

8.5
This sustainability of employment is further evidenced by the number of leavers still in work. 82% of all individuals who found work on leaving Glasgow Works are currently in employment.

8.6
Evidence supports the view that jobs are of a high quality. 61% of leavers currently in employment have secured full time permanent positions, with 21% securing part time permanent work. Temporary, both full & part time and sessional contracts together form a small part of the overall sample.

8.7
There is also a clear correlation between the length of time spent of Glasgow Works and sustainability of employment. Individuals who leave the programme between 6 and 12 months are far more likely to experience sustainable employment outcomes than those who leave early. Again, this is further evidence that the Glasgow Works approach, if fully embraced by participating individuals, provides the employability skills required to secure sustainable employment. 

8.8
The vast majority of those in employment (82% of them) have said that they are currently satisfied in their positions. Whilst not being a cast iron indicator, it does support our view that these jobs are of a high quality. This confirms a conclusion in the 2000 evaluation which said that one of the biggest factors keeping them in work was that they liked their jobs.

8.9
Wage rates are paid at a level significantly above the national minimum wage, depending on the nature of the contract. Those in full time, permanent positions, are being paid an average of £241 per week. On average, taking into account all contract types with the exception of sessional contracts, the average wage is £198 per week. This is an increase over the £172 found in the previous 2000 evaluation.

8.10
Glasgow Works has been effective in addressing the needs of the long term unemployed. 66% of those people who have been unemployed for over 3 years have been in continuous employment since leaving. This is an extremely encouraging outcome for the project. This long term unemployed group often experience particular challenges relating to employability skills and confidence in the workplace. The project has been extremely effective in tackling these issues and getting this group back to work.

8.11
The Glasgow Works job search facility has been a particularly effective mechanism in assisting to source good quality jobs. Almost half of all full time permanent positions were sourced through this facility, with a considerable proportion of part time permanent and part time temporary roles also being sourced. This is an improvement on the previous evaluation, which found that job search was not particularly extensively used.

8.12
The personal training allowance, whilst well received, did not enjoy a particularly high level of awareness amongst leavers. Less than half said they had used it. The most likely reason for this low level of awareness is that leavers didn’t make a distinction between the different types of training available. Having said that, those people who were aware of it, 78% said that they had benefited from it.

8.13
A high percentage of leavers who participated in all types of training stated that it increased their skills and confidence levels. This is a key area when preparing individuals to return to employment, and reflects well on the approach to training within Glasgow Works.

8.14
Glasgow Works was very highly rated by this sample, with over half saying that they wouldn’t suggest any improvements. Where suggestions were made, they were predominantly around the length and level of the training. It is an extremely positive message for Glasgow Works that leavers see training as integral to the programme, and felt that their time on the programme was beneficial.
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