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Summary

Scottish Enterprise Dunbartonshire engaged Hall Aitken to undertake an interim evaluation of the WITH project. We conclude that the project is well run and consistently meets its headline targets for enabling unemployed people to get jobs in the tourism and hospitality sector and provides additional value through engaging employers and clients.

Working in Tourism and Hospitality (WITH) is a partnership project aimed at developing the competitiveness and innovative capacity of Dunbartonshire. WITH objectives are to develop a competitive workforce to enable the people of West Dunbartonshire gain jobs in the identified growth area of Tourism incorporating Hospitality and Tourism related Retail.

Progress against objectives

Overall, we find the project regularly meets and exceeds its objectives for getting unemployed people into work.  Out of 350 clients that have gone through the project since its start in 2002, 50% have found employment with help from WITH during the period of project tracking. This is a high rate of success for a project targeting people in deprived areas.  Once clients have moved beyond the time when WITH can monitor their progress, even more clients may get jobs.  Our survey of clients included some responses from those who had not found jobs while WITH was monitoring their progress, and half of this small number of respondents had gone on to get jobs.

Women are more successful than men in finding employment after training, and clients based in Alexandria and Dumbarton are achieving the most sustained results (80% compared with 60% for clients from Clydebank).  There is reasonable consistency across the age range of clients.  However a higher proportion of 17-20 year olds found employment than other age groups (68% of 17-20 year-olds compared with 40-54% in other age groups).

As far as progress against the project’s own aims is concerned, most have been (or will be) achieved.  The only aims with little visible progress are developing careers and the job creation, but the project is not really designed to achieve these.  The focus of training was designed to be particularly relevant to entry-level jobs and the support to businesses is not of the intensity and type to result in job creation.

Evaluation Findings

We applied a standard evaluation framework to the project under the following headings:

Relevance

The project is tailored to the needs of employers, and the trainees are well prepared though some are not quite work-ready. The project is based on effective partnerships, but it could have a much greater impact by further developing both the partnerships and the project’s own role for the future. On the whole we conclude that the project is a well-judged intervention.

Utility

An unusual and important advantage that the WITH team brings to the sector is an understanding of local labour market needs and the ability to anticipate recruitment cycles so that there is no time lag between employers seeking new recruits and getting them trained.  We note that there may be benefit in hotel owners being offered support to improve their recruitment skills.

Careers and progression are not seen as high priorities at the moment but the project raises client expectations, and delivers against them.

Effectiveness

Importantly the courses being delivered are judged to be the right standard by employers, clients and the training agencies themselves. In the project as a whole, there is a good balance between the needs of employers and clients. The majority of clients going through the project claim to be more motivated as a result of their involvement.

There is high employer satisfaction with what the project is doing and a recognition of the efforts to tailor the training to business needs.  Given the success, there may be marketing benefits in publicising the project on the basis of its track record.

Efficiency

We found the project’s monitoring and evaluation systems to be comprehensive and effective and meeting expected standards. The client and employer contact is of high quality and record keeping is very good.  Overall the work with employers is good but inevitably some employers remain resistant to engaging with the project, so this aspect of the project’s work is time consuming.  There is an issue relating to the support given to the project’s main commercial sponsor – perhaps reflecting a mismatch of expectations and some communication problems.   Both the project and its staff appear to be held in high regard by clients, employers and training agencies.

Sustainability

There are a number of routes forward for WITH clients through potential links with other organisations and projects when current funding streams run dry.  There are issues over the need to maintain regular contact with employers to avoid individual staff leaving and the contact/ goodwill being lost. There are still problems over the poor perception of tourism and hospitality jobs among the workforce at large, and indeed a considerable minority of those who get jobs while WITH is tracking them actually end up working in the sector.  As a variety of agencies increasingly try to support local tourism and hospitality employers with their human resource approaches, it may be that more clients are successful in the sector.

WITH is different from other projects in its emphasis on meeting employer needs for skilled staff, its work with a much wider range of employers, its high quality contact with employers and clients and its scope to reach economically inactive clients.

Introduction

Background & Objectives

Working in Hospitality and Tourism (WITH) is a partnership project aimed at developing the competitiveness and innovative capacity of Dunbartonshire. WITH objectives are to develop a competitive workforce to enable the people of West Dunbartonshire gain jobs in the identified growth area of Tourism incorporating Hospitality and Tourism related Retail.

It aims to:

· provide an integrated training programme in tourism;

· raise awareness of careers in the sector;

· reduce exclusion;

· create an intermediary service to link employers, partners and excluded people;

· assist in creating jobs;

· improve the skills base of economically inactive people;

· engage employers;

· improve employers’ perceptions of people from disadvantaged areas; and

· maintain contact with Lomond Shores to promote its clients.

The project meets three key aims for Dunbartonshire:

· ensuring the sustained growth of the tourism sector despite skills gaps that have emerged with less people registered unemployed and the poor image of many jobs in the sector;

· increasing the chances of sustained employment for vulnerable and disadvantaged groups – in order to lift them permanently out of poverty (a key priority of the Scottish Executive); and

· providing a more seamless approach service between the employability support of ONTOWORK and Job Centre Plus with employer outreach work and sector-specific training.  

The programme is part funded by SE Dunbartonshire, ESF, and (until summer 2004) the Royal Bank of Scotland.  The SE Dunbartonshire Skills Division initially supervised WITH but this role moved to the Business Growth Division to reflect the importance of engaging employers.  The Lennox Partnership has managed the project since its inception in Spring 2002.

Evaluation aims

SE Dunbartonshire commissioned Hall Aitken in September 2004 to conduct an interim evaluation of WITH from its start to 31st August 2004. The evaluation aims were to:

· assess the extent to which the programme has met its strategic aims;

· assess the impact of the programme on Dunbartonshire individuals;

· assess the economic impact of the programme (after allowing for deadweight and displacement);

· assess the value for money of the programme;

· review the existing monitoring mechanisms;

· identify any leading practice that could be replicated across the SE network;

· confirm the project has met ESF funding criteria, for example in terms of publicity and horizontal themes; and

· make recommendations to improve the project, based on these findings.

While the brief for the evaluation specified the objectives shown above, we have also considered: 

· whether it helps the local tourism labour market by doing what employers and unemployed people really need;

· how efficient and effective its approach is and whether there might be other options; and

· possibilities for the project’s future and how it could maximise its impact.

The project has evolved throughout its life and we have taken these changes into consideration.

Methodology

The evaluation sought a well-rounded perspective of the project and included the components shown below.

Figure 1 Methodology
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Stakeholder and partner interviews

We interviewed the project staff, key strategic staff at SE Dunbartonshire and Lennox Partnership, and the contact at Royal Bank of Scotland.  In addition we spoke to staff at the JobCentres in Clydebank and Alexandria, the Community Literacy and Numeracy Project, and ONTOWORK.  With all of these, we explored their expectations of the project, how it has worked for them, successes and lessons and their views on the future of the project.

Case studies

We started our fieldwork with six case studies, which included the perspectives of client, employer, any partner agencies involved, and the WITH staff.  These provided an illustration of the dynamics of the project’s work and raised issues that we explored further in survey work and analysis.  The case studies have been written from both the client and employer perspective in separate reports, and these can be used for marketing purposes as well as providing an insight into other perspectives on the project’s work.

Client survey

We gathered clients’ views through a postal survey, with incentives aimed at people who were known to have got jobs after participating in the project.  In total, 84 clients responded, giving us a 38% response rate from clients employed through WITH and a smaller number of respondents who did not get a job through WITH.  We cross-referenced the results of this survey to management information on age, gender, and area of residence.

Employer survey

We spoke to the employers through a telephone survey.  This was a revealing research method as it mirrored the WITH team’s difficulty in reaching employers.  Over the course of a month’s efforts, we made contact with 45 employers.  However, of these only 28 were able to complete a full interview.  The rest were either ill-equipped to talk about WITH (for instance, the right person had left the company, or they had not realised the person they hired was helped through WITH).  Several people were too busy to talk, despite at least 7 attempts to phone them, generally at times they had specified they would be free.  At least two people were rude and refused to talk.

Trainer survey

We gathered the views of 8 of the 10 training providers through an online survey.  This was relatively straightforward.  We also spoke to two of the trainers for a more complete picture.

Stakeholder and partner interviews

We interviewed the project staff, key strategic staff at SE Dunbartonshire and Lennox Partnership, and the contact at Royal Bank of Scotland.  In addition we spoke to staff at the JobCentres in Clydebank and Alexandria, the Community Literacy and Numeracy Project, and ONTOWORK.  With all of these, we explored their expectations of the project, how it has worked for them, successes and lessons and their views on the future of the project.

Process review

We spent half a day with the project, comprehensively reviewing their systems and verifying their procedures and paper trails.

Comparator project review

We found three other tourism projects in the Central Belt with similar aims and, through internet searches and telephone interviews, we reviewed what they are doing that WITH could learn from and what places WITH in a unique position.

Structure of the report

We have responded to the evaluation objectives within the context of the headings used in HM Treasury’s Green Book. These are:

· Relevance: How relevant are the programme’s objectives to changing needs and priorities at a regional, national and/or EU level?

· Utility:  Did the programme have an impact on the target groups or populations in relation to their needs (or did it help people with computers when their real need was for housing)?

· Effectiveness:  How far has the programme contributed to achieving its overall outcomes and objectives?
· Efficiency:  How were the resources turned into outputs?

· Sustainability:  To what extent can the changes (or benefits) be expected to last after the programme has been completed?

After exploring these, we look at impacts on local people and the future for WITH’s work, and then offer conclusions and recommendations.

Relevance & utility: Is it meeting real needs?

The project is set against the backdrop of a growing tourism sector in a competitive world market.  While skills and attitudes have improved, there is still a very short-term, survivalist approach among employers in the sector, and limited customer service skills and instincts among local unemployed people.  Both sides of this equation need development in Dunbartonshire, and WITH is providing this in a way that appeals to both employers and clients.

Relevance

Tourism and hospitality sectoral context

The tourism sector is important to Scotland, accounting for over 200,000 jobs (8.5% of total employment). This total is growing, but the sector has problems in attracting people with the right skills and attitude into employment.  In Dunbartonshire, these skills issues may increase as top-level hotel and leisure developments move to the southern end of Loch Lomond, and the National Park starts to act as a catalyst for investment.  

Unattractive jobs

Tourism is often not seen as an attractive career.  Potential recruits see jobs as entry-level, low skilled or unskilled; with poor prospects for promotion, low wages and unsocial hours. So, even in areas of relatively high unemployment, employers face problems in filling vacancies and finding employees with the right skills. According to Futureskills Scotland, 28% of tourism workplaces (twice the figure for all industries) cite “attracting appropriately skilled staff” as one of the main challenges they face.

Part of the problem may be the pattern of tourism employment that is characterised as having a higher proportion of personal service jobs (tour guides, housekeepers) and elementary jobs (kitchen porters, kitchen and bar staff). These jobs have irregular or unsocial hours and are also seen as low skilled and low status.  Although the industry is keen to recognise the high levels of interpersonal and service skills that even basic jobs now require, even employers think that their industry is not very attractive.  Seasonal patterns of working, leading to short-term contracts and part-time working also make it difficult to attract and retain good staff. 

In addition, recruiting difficulties lead to short-staffing. This puts existing employees and managers under stress and makes the jobs even more unattractive.

Discriminating businesses, discriminating workers

Employers are most likely to employ young people in minimum wage jobs – thus reducing their wage bills.  And they discriminate by background, even if this means recruiting foreign workers while local people remain unemployed.  A personal adviser at the Clydebank JobCentre who previously worked at the Alexandria JobCentre said that hotels and other tourism businesses were always asking for people from Helensburgh rather than local people.  While most employers surveyed said they did not have a problem with employing people from disadvantaged areas, some stakeholders said this was not typically the reality.

The Clydebank JobCentrePlus advisers told us they have found, local unemployed people who have not already worked in the tourism sector tend to think that tourism “is not a real job”, and it is more respectable to be unemployed than to work in hospitality or tourism.  They want 9-5 jobs with more respectable pay.  While this is particularly the case among men, women returners tend to also be wary of jobs with late hours that keep them from watching their teenagers, or simply having the break they deserve after raising children.  Young people in Clydebank find that there are too few local jobs in tourism and hospitality and those around Loch Lomond are not accessible by public transport at the hours they would be asked to work.

Importantly, several clients surveyed expressed discontent with the employment practices and attitudes of employers in the sector and many clients had left the sector.

Lack of commitment to training staff

The seasonal and short-term work patterns lead to a lack of commitment to staff development and training.  Staff loyalty is low and turnover is extremely high.  The uptake of training in tourism remains very low, with 57% of employers believing that training is not necessary, despite only 13% claiming that their staff are fully proficient.  Only 44% of employers arranged off-the-job training for staff (compared with 54% for other industries) and there is a lower than average participation in government employment initiatives.

So the WITH project has to address a wide range of issues directly related to:

· the employability of the local workforce;

· attitudes to working in the sector; and

· the quality and sustainability of employment. 

These are in addition to the more fundamental issues such as quality of tourism product and service, seasonality and profitability.

The mix of tourism and hospitality businesses in Dunbartonshire

In places like Glasgow and Edinburgh, tourism employability projects have had the luxury of drawing on the good employment practices of many larger employers in helping unemployed people into work in the sector.  But in Dunbartonshire the tourism and hospitality business base is very much small to medium enterprises, so the project has simultaneously to change the culture of employers alongside the skills and attitudes of potential staff.

This evaluation of the WITH project has taken account of the wider context in order to determine its level of success in matching employers’ labour needs with the right employees.

Fit of WITH to sectoral context

Figure 2 below summarises the issues faced by employers and potential staff, as discussed above.  Using a traffic-light coding, the issues highlighted in green are possible for WITH to address within its current remit.  Those in yellow it might be able to address in the longer term through partnership working and the Tourism Alliance. The pale red one is a relatively unavoidable feature of hospitality work and some tourism jobs.

Figure 2 Summary of challenges for the sector

	Employers’ problems
	Problems for prospective staff

	Difficulty finding skilled staff
	Low skilled, low status jobs

	Vacancies left unfilled
	Employers often prefer young, posh workers

	Concerns about competition, profitability…
	Unsocial hours

	Down time while new staff get up-to-speed
	Inadequate transport links

	Lack of awareness of support programmes
	Seasonal jobs

	Difficult to keep staff
	Short term contracts and part time working

	Hard to find the right attitudes
	Stressed employers do not treat staff well

	Potential competition from big new employers
	No progression opportunities

	Only 13% of staff fully proficient
	Little staff training, especially off-the-job

	Many small businesses with managers already overstretched and short-termist
	Small businesses with limited awareness of good employment practices


How relevant is WITH proving to be?

Most employers interviewed were very positive about how WITH was likely to fit what they already perceived they needed, and nearly all were positive about the results of working with the project.

· Three quarters of employers surveyed said when they first spoke to WITH staff they thought the project was “relevant” or “very relevant” to their business.

· All who responded would take on more WITH clients.

· Nearly all surveyed would recommend WITH.

Clients also found the project relevant to them and useful:

· 90% of clients surveyed found the training relevant;

· high numbers praised the holistic nature of the programme;

· 95% said they would recommend it to others, and some said they already had.

The value of the project’s holistic approach is particularly clear through the client survey.  When asked to select the most useful aspects of the project, most respondents ticked several aspects.  The elements of the programme were almost as valuable to clients with degrees as to those with no qualifications.

Figure 3 Most useful aspects of the WITH project
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Utility of the project

Given the range of issues that need to be addressed for the sector to grow more successfully, it is worth asking if the WITH project is doing what people really need employers and clients alike.

Tailored to employers’ needs

The training was originally designed around employers’ needs and has developed as the project team have become closely attuned to the local needs and rhythms of the sector.  

Responses from employers surveyed suggest that they feel the project effectively meets their needs.  We received a range of constructive comments from employers, including:

“It was great that WITH introduced us to different training providers and we could choose what suited us best.  It's an excellent programme”.

Employers placed particular value on the specific training courses that were included in the programme and offered to clients, such as health and safety and food hygiene. They valued these because they allowed recruits to become productive members of staff quickly and without the need for additional induction training.

However, the outdoor pursuits companies that had had contact with WITH were less impressed with the range of courses available.  The one who took on a client was frustrated to find that the funding for further training for the client did not cover the courses most relevant to his business.

WITH knows the recruitment cycle and anticipates employer needs

One of the things that makes WITH effective and stand out from other employment projects is the organisational knowledge it has built up specific to the tourism and hospitality sector and the employers that it works with. As a result, the project can not only recruit and train when there are known vacancies becoming available, but it can now also anticipate employer demand (even when they do not anticipate it themselves) and recruit new clients in advance. There are obvious advantages to employers in avoiding the time-lag attached to training recruits and its resulting productivity gap.

But do employers need to have better recruitment skills?

The project is apparently starting to achieve one of its aims: to make recruitment easier for local employers seeking tourism and hospitality staff.  However, we have some concerns that the poor quality of recruitment and employment practices in the employer group may counteract some of the good work being done by the project in terms of: 

· understanding the value of recruiting the right person for the job;

· effective induction and ongoing training either on or off the job; and

· the importance of retaining and developing staff.

Put simply, we believe that there may be more room for supporting employers in becoming better employers.  Several of the respondents to the client survey commented that they were very disappointed with employment practices and the way staff were treated in the sector.  And some of these had left the sector as a result or never taken a job in the sector after all – thus undermining WITH’s hard work.

Tailored to clients’ needs

The project talks to clients about their needs and designs a programme of development and support to suit them.  For those clients who responded to the survey, most of whom got jobs through WITH, 

· the levels of support, information, and training were all pitched “about right” for around 95% of clients;

· three quarters of clients responding said the level of aftercare was “about right”;

· but nearly a fifth said they would like more support to achieve their aims.

Is working in the sector the right answer for everyone?

Half of WITH’s clients do not get a job through the project and some of these, the project says, decide they do not want to work in the sector.  This is confirmed in our client survey. 

That said, the range of skills that clients learn will apply to any customer-facing job, so the training will still be useful to clients.  Of those surveyed who said they had left the sector: 

· most said they were working now;

· all but one of those said the training was relevant to them; and 

· all said they would recommend WITH.

WITH’s initial assessment process does seem to weed out people who are not interested in tourism and hospitality and the training aims to provide a realistic view of the sector.  Some 97% of respondents to our client survey indicated that they understood the project and what they could get from it.  It’s more a matter of clients needing to experiment to find out whether the sector is for them.  

Maybe less useful in Clydebank

We have observed that there is less acceptance of the WITH product in the Clydebank area than there is in the Alexandria area, for example. Looking at the location in relation to success of clients in finding employment, and whether those jobs could be sustained, Figure 4 shows that there are quite significant differences. 

Figure 4 Location of clients who got jobs
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Clients in Alexandria or Dumbarton are much more likely to stay in their jobs than those in Clydebank. Several reasons have been advanced for this, including: 

· the lure of higher wages in Glasgow for experienced tourism and hospitality workers (there is a major labour and skills shortage in the sector in Glasgow due to new hotel development). 

· There are fewer recognised tourism and hospitality employers in the area.

· Out-of-hours transport links to jobs near Loch Lomond are a problem, and taxis and car ownership is not viable for people on low wages.

· There are cultural prejudices against this form of work – it is not real work in a town until recently dominated by engineering and manufacturing – for men or women. 

The reality is likely to be a combination of these and other reasons and, for all we know at present, the Clydebank result may be good for that area.  But it may be worth monitoring the situation in Clydebank to assess whether this is the best intervention for people there.

Trainees well prepared, but work-ready?

Comments from employers included that the training was “critically important” in the decision to give a WITH client a job and generally that the training programme was a decisive factor in the decision to employ. Where WITH trained existing staff, 88% of employers noticed a difference or a big difference since their staff did the training.

On a few occasions prospective employers noted that the clients may not have had the right attitude to working in the sector (unsocial hours, ability to deal with customers) and may have left their jobs after a few weeks. But these employers said the briefly employed WITH clients were no different from any other staff they might have hired.  It’s simply the nature of the sector, they said.  

There is also some suggestion from our conversations with employers that some clients could be more work-ready, perhaps through more use of work placements, but this must be seen in context of a high overall success rate in getting people jobs.

Partnerships effective, but could be developed?

In our consultations with stakeholders, there were very few adverse comments about the project, the way it is run or relationships with staff. If anything, people were very keen to point out ways in which relationships could be further developed.

Well judged intervention, some entrenched attitudes to be addressed

By and large, we conclude the project is a well-judged intervention.  Although it attempts to do a number of different things such as – finding jobs for unemployed people; addressing skills shortages in tourism; helping to develop the area’s tourism sector; and raising the general skill level in the labour force – the project has been well thought-out and properly resourced.  Its success rate is not uniform across the area and this seems due at least in part to attitudes to tourism jobs, particularly in more post-industrial Clydebank (see data in Utility section).

Effectiveness: Is it working? 

Under effectiveness, we examine how well the project is meeting its own aims and addressing other needs of the sector, and how it has met ESF criteria.  

Progress against targets

A detailed table of progress against ESF claim targets for 2004 up to the end of September is given in Appendix 1.  But Figure 5 shows summary figures up to November 2004.

Figure 5 Summary figures for 2004 up to end November

	YTD
	Profile
	Actual
	Variance
	10% +/-

	Referrals
	150
	233
	83
	Above

	Assessments
	133
	166
	33
	Above

	Jobs
	66
	75
	9
	Above

	Work Placements
	36
	26
	-10
	Below

	Sustainable Employment
	38
	55
	17
	Above

	Number of Employers Contacted
	143
	150
	7
	Above

	Number of Employers Engaged
	66
	74
	8
	Above


Source: WITH

Aside from the placements, which have been hard to access in the current economic climate, the project is ahead of its targets.  Placements can be particularly useful at points in the economic cycle when unemployment is high and employers have a broad choice of candidates, and thus need the reassurance of testing a candidate first before deciding to hire them.  Since the project was first designed, unemployment has fallen and employers are now keen to simply hire people as quickly as possible, so placements have not been needed in the same way.  Placements were included as part of the Training for Work (TFW) role that WITH plays. But since placements are no longer an objective of TFW, it is not an objective for WITH’s next round of funding.

Progress against project aims

Overall progress against project objectives is summarised below. We have used traffic lights to highlight any concerns we have with the progress made. We have a few observations on the objectives that the project has set for itself. 

	Aim
	Progress
	

	1. Provide an integrated training programme in tourism?
	Yes. At a basic, entry level. Well adapted to employer/employee needs.
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The project provides a good, basic or entry level training programme that demonstrably allows people to get a first job in tourism and hospitality. There may be demand for more advanced level training either for new starts (unemployed clients with some work experience, perhaps at supervisory level) or for in-work clients who have the ambition to undertake further training to advance their prospects. There is evidence that this demand exists among both employers and clients. And this also fits with the Scottish Enterprise Network’s drive towards management training.

	Aim
	Progress
	

	2. Raise awareness of careers in the sector?
	Of jobs, yes. 75% of people getting jobs were new to the sector.  Of careers, there is only a little evidence as yet.
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It may have been optimistic to expect an initiative of this nature to raise awareness of careers in the sector as well as achieve a high success rate in getting people jobs. This is recognised as being an important objective for the tourism industry as a whole and there may be a good opportunity to develop this theme through links with Springboard.  It has particularly been a challenge where employers are only just beginning to see career structures within their own businesses.

	Aim
	Progress
	

	3. Reduce exclusion
	Yes, nearly half of clients are from hard to reach groups
 and the project is disproportionately ahead of target for getting people from areas most in need into jobs.
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As of the last ESF claim, the project was ahead of target this year on serving clients:

· people from areas most in need (and disproportionately ahead on getting these people into jobs); 

· women;

· disabled people;

· 16-24’s unemployed less than a year; and

· people over 25 years who have been unemployed more than 12 months.  

WITH is reaching all of the hard to reach groups below, but was behind its ESF targets: 

· lone parents;

· literacy/numeracy difficulties;

· ex-offenders;

· workless households; and

· people without qualifications.

Some of these groups may take more proactive partnership to reach (for instance, people with literacy/numeracy difficulties), and others will simply take time and a cultural change that may be beyond the project’s scope.

	Aim
	Progress
	

	4. Create an intermediary service
	Yes – though we have reservations about the effort this takes, we understand this is improving as the project becomes better known
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The project, mainly through the skills and commitment of its staff, has managed to engineer a niche for itself as an intermediary, operating successfully between a number of public agencies on the one hand and between employers and the labour market on the other. 

In some respects, the position of respect among employers has been won almost “at any cost”.  It may be that this privileged position can be maintained and built upon relatively easily in the future – the hard work having been done.  But if there is a continued need to commit so much time and resource to developing and maintaining contact with employers, we would start to question the cost-effectiveness of maintaining this level of service under the current funding structure. We suggest that it should be funded separately, as it cannot be claimed for under the current ESF funding.

	Aim
	Progress
	

	5. Assist in creating jobs
	Not sure that the project is able to do this 
	


We do not think that creating jobs is a direct output of a project of this nature.  The project is about matching the available labour pool to the needs of the sector through training and support and, as such, is not generating direct economic growth that will result in immediate jobs being created. In the longer term, there maybe spin-off benefits gained through increased profitability.

	Aim
	Progress
	

	6. Improve skills among economically inactive
	Yes, there is evidence to suggest this is a positive outcome
	


· We do not have detailed information on whether the unemployed people were registered as such, but the ESF claim identifies some people who are returning to work, who may or may not be the same people who are from workless households.  

· The WITH project is special compared to those tourism employability projects operating elsewhere in the Central Belt in that it is not dependent on New Deal and Training for Work to supply clients and so can take on economically inactive clients.

	Aim
	Progress
	

	7. Engage employers
	Plenty of evidence of quality contact with employers. Questions over how effective & long-lasting this is, but that is partly due to the nature of the sector.
	


Engaging employers is undoubtedly one of the key successes and distinguishing factors of the project.

Whilst the project has succeeded in engaging employers there are some questions as to how effective and long lasting this may be.  We understand that maintaining this high level of contact with SMEs is very labour-intensive and time consuming, even if it is a key factor in the high level of success that the project enjoys.  Part of the reason for this is the turnover in staff (and probably ownership) in many of the businesses participating, and the fact that the relationships built up are with individuals rather than businesses. 

In order to avoid wasted effort, it may be worth reviewing the way business relationships are managed and looking at integrating more with other support agencies that have (or would like to have) regular contact with target businesses.

	Aim
	Progress
	

	8. Improve employers’ perceptions re disadvantaged areas
	We found that this may not have been such an issue in the first place – employers said they generally recruit on merit, but merit often developed through WITH
	


We have not been able to form a clear view as to how effectively the project has penetrated the tourism and hospitality sector, in terms of the number of employers that we could regard as fully engaged in the project. The problem being that it is difficult to define the sector, many businesses are family concerns or do not employ staff on a regular basis.

In terms of employers’ perceptions of disadvantaged areas, we received a number of comments to the effect that either the origin of employees was much less important than the skills and attitude of the individual or that the pre-employment training that WITH provides was an important factor in the employability of these people.  Given that stakeholders’ experiences were of discrimination, but that the project is disproportionately successful in helping people from disadvantaged areas into jobs, it is clear WITH plays an important role in overcoming barriers to employment in such areas and the high quality engagement with employers mentioned earlier is a crucial part of this process.
	Aim
	Progress
	

	9. Maintain contact with Loch Lomond Shores
	Yes – relationship seems good
	


WITH not only helped to recruit Loch Lomond Shores’ original staff, they also helped provide support to redundant staff when the visitor attraction restructured its staffing.  

We spoke to the key contact at Loch Lomond Shores and she was very positive about WITH and her working relationship with the project.

Addressing other key issues for the sector

The key issues for the sector, which we highlighted in Chapter 3, related to recruiting the right people, keeping them, training them, broadening access to the sector and improving good employment practices.

Helping to find the right staff

The majority of employers surveyed said the methods they had used for recruitment before were not terribly successful.  Only a few thought they were quite successful.  Equally, most had found the level of training and certificates less that what they hoped.

In contrast, employers felt the staff they got through WITH generally interviewed well, had better skills than other staff and were more loyal and motivated. 

Changing attitudes to training

As discussed under Relevance, changing employers’ attitudes to training is critical to the future growth of the sector.  Although all those surveyed who used WITH for training said they had been interested in training already, evidence from the employer survey suggests that WITH is changing their attitudes and plans to do further, unsubsidised training.

· All but one employer who used WITH’s training said they noticed a difference or a big difference since the staff did the training.

· They all said the experience had “definitely” made them think about sending more staff on training not necessarily provided by WITH.

· All but one were now “definitely” more likely to invest in training for their staff (and the other one said “maybe”).  

· Half were “definitely” more likely to invest in training for themselves and almost half said they might invest further in training for themselves.

Progression opportunities for WITH clients hired

The employers we spoke to who had taken on WITH clients seemed to provide opportunities for their new staff.  It may be that the employers who so disappointed some of the clients surveyed were also the employers who had no time to speak to us.  Of those who did,

· all but one provided some training – generally on the job – to the new staff.

· 40% expected that the WITH client would progress to other jobs with them. (Given the number of small businesses this is not unpromising.)

One employer was struck by how effectively WITH sets clients up to succeed:

“Several of my WITH staff have been promoted and others have left to go to higher level jobs elsewhere. With the small exception of the staff detailed previously, everyone we employed is currently in work here or elsewhere and I see many as having real potential to progress. WITH appears to have given them the initial confidence in their own abilities to enable them to perform well from the outset.”
Succeeding to motivate clients

In interviews and in the client survey, we have seen one of the most obvious benefits of the project to be increased motivation and improved attitude. Our case studies illustrate several instances where the project has motivated people to get some training and get a job and this is borne out through our survey of clients where 72% felt significantly more motivated to get a job after joining the project and 68% reported increased self-confidence.

Helping businesses to develop

Over half of employers said they were clearer about their business needs and opportunities to develop thanks to WITH. For example, one said:

“I’m now clearer about the standards and the knowledge about behind the scenes things as well as in front of the scenes - like food hygiene and also dealing with customers day-to-day. I was very happy with the outcome.”
Meeting the ESF criteria

Horizontal themes

Its approach to the horizontal themes in the application is realistic given the programme.  The strongest focus was on Promoting Equal Opportunities for excluded and hard to reach groups, and we’ve seen it is very successful at that.  

In terms of Environmental Awareness and Information Society, the project seems to be doing what it said it would in the application.  That said, only a relatively small number of clients said their IT skills had improved (perhaps because they were already good), so it may be worth considering whether there is scope to improve IT skills further.

Publicity

The project is publicising its ESF funding and half of clients knew that ESF was one of the project’s funders.  This was the second most commonly mentioned organisation, after SE Dunbartonshire, which only 75% recognised.  

National Training Award

Scottish Enterprise Dunbartonshire and The Lennox Partnership were awarded a prestigious Scottish Training Award at the recent National Training Awards ceremony in Glasgow (11 Nov 2004).  This recognises that the project is doing something nationally distinctive.

Efficiency: Is it using resources well? 

Under efficiency, we consider the monitoring mechanisms, the use of resources and the general value for money of the project.

Monitoring & evaluation systems comprehensive

We spent half a day with WITH staff exploring how they record achievement and otherwise and examining the evidence for this.  In summary, the monitoring procedures for the WITH project are more than satisfactory for ESF requirements.  We found:

· a comprehensive system recording all necessary ESF information from beneficiaries and employers; and

· clear procedures for verifying and handling beneficiary and other relevant information.

We examined the evidence and procedures for claiming three random outputs.  We found full evidence for these outputs.  For example, there were:

· client signatures at different stages of the process;

· full reports of visits to employers;

· strict procedures and pro formas (for contact with JobCentre+) for assessing whether beneficiary employment was sustained; and

· clear procedures for ensuring no double counting of beneficiary hours.

We were particularly impressed with the level of contact (face-to-face visit and report) with employers.  We have found elsewhere that “employer contact” can often mean no more than a phone call or a message left.

We felt that the project could benefit from a beneficiary review of work placements.  Although beneficiaries are shown the report on the placement (written by the project with employers), the project might benefit from greater beneficiary feedback on the quality of the placement.  As a first step, the project will now ask beneficiaries to sign the placement report.

A monitoring visit from Strathclyde European Partnership highlighted that the systems met the Scottish Executive requirements.  As well as this, it highlighted:

· a projected underspend of £12,000 because software and childcare were not needed; and 

· the project was confident of meeting its targets.

Successes

Good balance between client & employer emphasis

Most employment projects have a perspective centred on the needs of the prospective employee, training and preparing them for the wider labour market. This project has deliberately set itself up as being employer-centred, aiming to recruit and train specifically to meet the needs of local businesses, thus contributing to the good health of the local business community as well as addressing unemployment and skills issues.

Reaching employers

Although 40% of employers surveyed found out about the project through a direct approach from WITH staff, around a third had heard of WITH through other agencies that were promoting WITH:  

· Small Business Gateway;

· Scottish Enterprise Dunbartonshire; 

· Lennox Partnership; and

· the Social Development Office of Scottish Enterprise.

· Promisingly, a further two employers had brought knowledge of WITH from their previous employer, and one was told by a WITH client who applied for a job.

Less encouragingly, four of the employers contacted said they had not heard of WITH.

Work with employers is good despite some resistance

As we have said earlier, the work undertaken with employers is good, and is one of the key factors in the success of the project. 

That is not to say, however, that the work always runs smoothly as there is evidently some resistance among some employers to working with WITH, including at least one large employer who does not see the added value for their organisation.  This work will be challenging by nature and the Glasgow-based hospitality employability project identified working with small and medium sized hospitality and tourism businesses as “unviable”.

Overall, the project is now achieving a 50% rate of engaging the employers they contact.  Our experience with the telephone survey shows what a feat they have achieved.

Challenges

Issue of support for sponsors 

One issue arose relating to the project's main private sector sponsor during consultations.  There were some criticisms of the relationship between SE Dunbartonshire and the Royal Bank of Scotland. The contact said the bank has three broad objectives for the projects they fund:

· that the project achieves what it sets out to do;

· that the project engages businesses; and

· that the project recognises the bank in its publicity.

The key contact was very pleased with the success of WITH in meeting its objectives and acknowledged that it had exceeded some of them.  However, his view of what the last two objectives might involve was different from SE Dunbartonshire's understanding of them. Engaging with businesses is indeed a key activity of the WITH project, and we have copies of all the publicity, news articles and the leaflet for the project - all of which feature the Royal Bank of Scotland logo.  In contrast, the Bank seems to have been expecting their local managers to be involved in contacting the 90 businesses that WITH has engaged, and that there would be public relations events, at which the Bank might be represented.

At one meeting between the Bank and SE Dunbartonshire, the Bank asked if there was scope for links between local managers and the project, the manager at SED said there were already links between local RSB managers and the local Small Business Gateway, and to his understanding, the RSB contact was content with that level of connection.

Later in the project, SE Dunbartonshire invited RBS to participate on the evaluation steering group and to attend the National Training Awards event, and the Bank had no one available to participate.

It may be the variety of contacts at both RBS and SE Dunbartonshire over the course of the project led to some gaps in communication or changes in expectations as the project developed, but we cannot confirm this definitively.

Scope to develop and sell services better

Only a few issues came up as potentially needing some attention: 

· The interview/CV skills in some instances fell below the actual standard of the target employers, so the clients were capable of doing the job but did not shine at interview and therefore were in danger of not being offered employment (as recounted by employers). This being the case, it may be that some have fallen through the net and the project could benefit from greater coverage to the way at least some clients present themselves.

· The guaranteed interview system was perhaps not as well understood by employers and clients as it could be – and is an extremely useful tool in addition to coaching.

· There was some evidence from our interviews with individual clients and employers that WITH may not be getting the full credit for opening the doors to employment for clients. It was not clear whether this is because there is some “behind the scenes” discussion with employers to which the client is not privy, or whether the clients are just not fully aware of the work being done on their behalf.

Value for money

Up to the end of September 2004, WITH had placed 47 people into jobs, with a record overall of 80% of jobs being sustained, and £81,000 had been spent.  Per job costs are:

· £1,722 for people into jobs to begin with; and

· £2,154 for sustained jobs

Comparative research in Scotland has shown that depending on the starting level of disadvantage of the clients and the depth of activity involved in the project, costs per job tend to range from £2,000 for people recently made redundant and only needing jobs search support to £12,000 for very disadvantaged people needing in-depth support.

Recent projects we have worked with that are helping disadvantaged local people into sector specific jobs had the following costs per person into a sustained job:

· £1,350 to recruit and train disadvantaged locals for a new supermarket; and

· £2806 to provide basic training and health sector familiarisation as well as job search support, plus developing a common entry programme for the care sector.

A similar tourism employment project in Glasgow, Hospitality Glasgow, spends £1,625 per job sustained for at least 13 weeks, though that project has only engaged one tenth of the employers WITH has, and these are generally “warmer” to begin with.

As discussed in the Comparator Research section, what WITH is providing is much broader, not only addressing the ESF-funded component of the project, which is comparable to other projects, but the wider work it does with employers and people whose confidence and motivation is increased but who do not get jobs until later.

Figure 6 The value of WITH - ESF credited and comparable, and the wider picture
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Source: Hall Aitken from WITH management data, and Scottish Enterprise Glasgow 

Sustainability: Will the benefits last?

WITH is providing lasting benefits for its clients with new skills, attitudes and qualifications and largely sustained employment status.  Many of the employers it works with have new insights and attitudes.  The sector may lose the benefit of many of these well equipped new staff if employment conditions in the sector do not change more widely.  But the skills and attitudes WITH clients have gained will benefit other parts of the Dunbartonshire economy even if they leave the sector.

WITH affects many factors of the Dunbartonshire economy:

· unemployed people and those threatened with redundancy;

· employers in the tourism and hospitality sector;

· the strategic competitiveness of the tourism and hospitality sector; and

· the skills available in the wider Dunbartonshire economy.

All of these have benefited from WITH’s work, but some more than others.

Sustained benefits for unemployed people

The key focus of the project has been clients, with employers as a critical piece of the puzzle in supporting clients into work.  Indeed the “clients” are seen as unemployed people.  Not surprisingly, it is the clients that received the most attention and have benefited most.

The improved skills and changes in confidence and motivation discussed in Chapter 7 have led to lasting jobs for most of those who were supported into work: 

· Our survey suggests that around 80% of people helped into jobs from 2002-2004 are still working now.

· Of the smaller number of people surveyed who did not get jobs while they were supported by WITH, half are now working.

Sustained benefits for employers

Those employers who have worked with WITH have new insights about their training and business development opportunities. And nearly all have said they will “definitely” take action with further training particularly for staff, and also for themselves (fewer were so definite that they would take up further training for themselves).

Some employers have taken on older WITH clients and people from disadvantaged areas who they might not have considered taking on before. These employers have generally had good experiences and will be more open-minded about the labour market in future.  

Employers in general have also benefited from more loyal staff and will save on future recruitment costs.

Benefits for the sector

Injecting more skilled people into the tourism labour market is a key aim of WITH.  

· 70% of the clients we surveyed who are currently working were new to the sector, but 

· 20% are not sure they will still be working in the sector in 2 years time and 44% are sure they will not, and there were signs that many had already left.

This shows that within the scope of what it is currently set up to do, WITH is being very successful.  However the results of the project’s hard work are being undermined by the quality of some jobs and attitudes in the sector, as several clients highlighted to us in the survey.

We understand that as the critical mass of employers working with WITH grows, attitudes may change.  And WITH’s work with the Tourism Alliance is a key way forward to address these issues.   However, to maximise the benefits for the sector, WITH’s work with employers needs to be supported by wider and better resourced work with employers to change working conditions and employment practices.

Benefits for the wider Dunbartonshire economy

Although the qualifications clients gain through WITH are mostly hospitality and tourism specific, the skills and attitudes they gain are valuable to a wide range of jobs.  Communication, team working and the ability to handle customers are key skills that will benefit whichever sectors of the economy WITH clients may move into.

Tourism has always attracted people looking for temporary work and jobs to move on from, so the investments in WITH clients will give these people more skills to take elsewhere, though ideally it will also retain many workers in the sector as well.

Impacts

Impacts on individuals in Dunbartonshire

Summary of impacts

96% of WITH clients were from Dunbartonshire, the others qualifying by being staff made redundant from Dunbartonshire companies. So nearly all the benefits from the programme stayed in the area.

Of the 334 Dunbartonshire people who participated in the project, 166 were helped into jobs while WITH was supporting them, and 116 were still in those jobs 13 weeks later.

Using WITH’s management information, 70% of participants who got jobs were still in them 13 weeks later.  Of our survey respondents who had got jobs through WITH, 81% were still in their jobs 13 weeks later, and 78% of these now say they are working. 

Of those we surveyed who did not get a job through WITH, half are currently working.  We do not have enough responses from this group to assume that their experience is representative of the 175 people who had not got jobs, but it does suggest there might be many more who are now working.

There is reason to believe this might be the case, because 95% of respondents said that the project had increased their confidence of getting a job to some extent, and 97% said they were more motivated to get a job.

Figure 7 Improved confidence and motivation for getting a job

Source: Hall Aitken, Client Survey

The clients also felt that they:

· had more general self-confidence (67% of those who had got jobs through WITH and 58% of those who had not);

· are now interested/very interested in improving their skills (77% for all); and

· feel it’s important/very important to have the right qualifications.

These findings suggest that clients are more equipped to participate in the labour market and will continue to develop their skills as the opportunity arises.  With these attitudes working their way into the tourism sector, there may be more push for employers to train their staff further.

The clients also had high rates of improved skills. The skills improved varied from respondent to respondent, but even those with diplomas or degrees gained in assertiveness, ability to handle customers and presentation skills.

Figure 8  Skills improved for respondents
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Source: Hall Aitken, Client Survey

Figure 9 Skills improved for highest and lowest qualifications
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Source: Hall Aitken, Client Survey

Variations of impact between groups

The project has assisted 175 local people to access jobs, out of a total of 350 clients, a success rate of 50% overall. Typically each month 70% of these jobs are in tourism and hospitality.  

Figure 10 Breakdown of clients assisted by WITH
	Sex
	Into Employment
	Not Into Employment
	Total
	Success Rate

	Women
	95
	66
	161
	59.0%

	Men
	80
	109
	189
	42.3%

	Total
	175
	175
	350
	50%


Source: WITH/ Hall Aitken

The success rate for women is significantly greater at 59% compared with 42% for men, and leading to a higher number of women finding jobs than men taking part on the project.

Figure 11 Gender profile of WITH Clients
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Source: WITH/Hall Aitken

The age profile of clients shown in Figure 12 below illustrates the relative consistency with which people are guided into employment regardless of age, with the proportion of people getting employment mirroring the overall age profile of clients. There is a marked bias towards younger people being recruited on to the programme with 56% of all clients in the 17 to 34 age group.  The younger age groups also seem to be more successful in terms of getting employment, the 17-20 year olds being more successful at finding employment than other age groups.

Figure 12 Age Profile of With Clients
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Source: WITH/Hall Aitken

The picture is very different between the genders, especially for 30-54 year olds.  For this age range, men have been much less successful at getting jobs.

Figure 13 Proportion of clients by age and gender who got jobs
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Source: WITH/Hall Aitken

Figure 13 above illustrates that, even though there is a bias towards younger people in the numbers recruited, there is better consistency when it comes to the proportion of clients in each age group who found employment – apart from the higher proportion of 17 to 20 year olds. 

We understand that the project recruits more people from younger age groups to reflect demand from employers. The figures also probably reflect that the jobs that people are being trained for are almost exclusively at an elementary level, with wages to match. This raises concerns (reflected later in terms of clients remaining in tourism and hospitality jobs) about:

· whether employers are recruiting staff based on their skills and aptitude, or whether they have a preconception as to the age and gender that staff in certain jobs should be; and

· whether there is a need to look at streaming more capable clients – or those with prior work experience – into positions with more responsibility.

Either way, it may be that there is a need to educate employers as to the benefits of recruiting on the basis of skills, aptitude and attitude, taking a lead from employers such as B&Q who find that more mature staff are more productive. 

Economic impact

	Project objectives 

	Raise awareness of careers in the sector


	Improve the skills base of economically inactive people
	Improve employers’ perceptions of people from disadvantaged areas and their approach to staff development


	Assist in developing businesses and creating jobs

	
	
	
	
	

	Inputs (£) to 30 /9/04

	£169,776 SED,    £112,424 ESF,    £125,242 Royal Bank of Scotland

	
	
	
	
	

	Activities

	Job Search support
	Training & support for unemployed/people threatened with redundancy
	Work with employers to raise awareness of recruitment, training and business growth opportunities
	Training for employed staff with lower than SVQ2s

	
	
	
	
	

	Key outputs to 30/9/04

	175 people into jobs

142 sustained jobs
	60 this year plus previous gaining qualifications
	95 employers engaged (to October)
	Training provided for 45 staff without SVQ2’s

	
	
	
	
	

	Broad outcomes

	We do not have sector data within the scope of this project to compare baseline and current data to assess true outcomes.  However, from our survey of clients assisted from 2002 through 2004, we can say:

· 67% of clients surveyed who got a job through WITH said their self-confidence had improved (58% of those not getting jobs)

· 77% are more interested in improving their skills 

· 85% are much more convinced of the importance of qualifications 

· around 60% of respondents said they had improved their skills in each of the following: team working, verbal communications, ability to handle customers, assertiveness
· 78% of clients surveyed who found jobs with WITH are still working

· half of those surveyed who did not find a job through WITH were working when surveyed



Leading practice and learning from others

We looked at three other tourism employability and job access projects in the central belt of Scotland and noted what WITH might learn from each and where it’s providing something special.  Each project is described first.

Go for Tourism, Forth Valley 

Project description 

The partners in this project are: Area Tourist Board, JobCentrePlus, Career Scotland, all local colleges and Stirling University, all local councils, Springboard Scotland and Triage Training. The group has been going for three years and has the following objectives:

· increase the number of people employed in permanent, non-seasonal jobs in the sector;

· increase the range of opportunities offered through National and European funded programmes;

· promote these opportunities across all age groups (including key influencers, e.g. parents, careers advisors);

· promote FE/HE opportunities to study hospitality and tourism related subjects; and

· identify and secure funding and in-kind support for delivering projects.

The project does not do training and job access support in the way that WITH does, but has several other initiatives including the Jobs Bank (detailed below), events, training for hospitality businesses and managers, a vacancy listing and separate forums for HR staff at hotels (membership of 31); employability workers mostly at the partner agencies (plus Holiday Inn Express); and a youth forum that mostly holds events and highlights chef opportunities.  The project website also mentions the possibility of a shared bus service for hotel staff.

Jobs Bank

Forth Valley’s “Go for Tourism” initiative includes a jobs bank whereby people interested in work in tourism and hospitality can gain basic certificates and then gather work experience documented in a “passport” while providing local tourism and hospitality businesses with temporary staff on an as needed basis.  Employers can also choose to employ the people full-time as long as they notify the JobCentre.  These clients continue to receive state benefits while they are on the Job Bank programme.  The database of prospective staff is managed by Jobcentre Plus.

Evolution and challenges

This would be a useful programme for the Tourism Alliance to speak to, to build on their experience.   Lots of partnership working but very little additional funding have been needed because the project taps into existing funding sources and services – e.g. Triage manages Job Tasters and Jobs Bank, and they are also the contractors for New Deal and Training for Work in Forth Valley. This means any training clients receive is funded by national programmes.  Referrals are from the JobCentrePlus but the flow of them is not as good as could be.

There are many keen employers but the flow of interested potential staff is very inconsistent, so the project has been wary about engaging any more employers until there is enough flow of potential staff.

Hospitality Glasgow

Project description

This project was piloted in 2003 and aims to run three six-week courses per year for 12 people who are then placed into jobs in Glasgow hotels.  So far in 2004 there have been three courses.

The project has placed hotels at the centre of its design and marketing:

· the project was developed around the expressed needs of the HR staff at 10 hotels who described an “ideal course” to produce an “ideal candidate”; and 

· the hotels and training provider marketed the pilot course to Jobcentres (thus demonstrating demand from the hotels); and

· all participating hotels sign a Charter of Commitment.

The course includes similar certificates and motivational topics to WITH’s plus:

· hotel tours (with “goodie bags”);

· open-top bus tour;

· introductory IT skills;

· hospitality knowledge (“brands, jargon, and roles”); and

· interview and job search skills for all participants.

The project does not include a job search support component but does include guaranteed interviews with participating employers who have signed a Charter of Commitment to provide a two-week placement as part of the course.

At the pilot stage, the project had a 60% success rate of getting participants into jobs, with one participant progressing to full-time education.

Evolution and challenges

The programme has continued to focus on larger hotels who feel that the issue of losing staff is just part of the sector and not a big enough obstacle to merit not training staff.  The project team did consider extending the project to smaller and family-run accommodation providers, but this was judged to be unviable so far.

Employers are busy and after the time-intensive marketing input of hotel HR managers for the pilot, the marketing was turned over to the Jobcentres with regular prodding from the training provider.   The role of the employers in demonstrating demand for this initiative did help raise JobCentre advisers’ interest in the programme. But there are so many Jobcentres and advisers in Glasgow that keeping their attentive support for the programme is a major challenge.  Getting the flow of referrals from the Jobcentres is likewise a challenge.

Edinburgh Tourism Academy

The Tourism Academy is one of several sectoral “academies” under the citywide Joined Up for Jobs initiative managed by Capital City Partnership.  Under this initiative a variety of referral agencies support SIP residents and other disadvantaged people to start on the road to work.  They then refer the participants to the appropriate sectoral Academy where they have an interview about their aspirations and needs and are either referred straight to a vacancy and their success tracked or they will be referred to other types of support.

The Tourism Academy has this year been participating in the cross-sector Get On programme which features 10 weeks of employability training, starting with six weeks of general training and then sector-focused employer tours, before participants choose which sector they want to specialise in.  The tourism and hospitality training includes aspects of customer care, health and safety, food hygiene and interview skills training.

85 participants started the Get On programme; the website says 74 people were helped into work, 24 of whom were from SIP areas.

What’s special about WITH

· It works with a wide range of tourism and hospitality businesses, and it has enough clients to keep attracting new employers.

· It engages a wider range of clients – not only those signed on for New Deal or Training for Work – and thus able to reach economically inactive people (though Edinburgh also does this).

· It is not dependent on JobCentres for referrals, but has a good relationship with the Alexandria one in particular.

· The shorter programme means it is potentially less daunting for a wider range of clients, but still with provides many certificates.

· The shorter programme also means it can potentially get people into paid work sooner.

What WITH could learn from the others

There are a few aspects of the comparator projects that could complement WITH’s work, though the project or its partners should investigate the applicability in more detail.

Wider partnership working –The Tourism Alliance could take onboard the forum model used by Forth Valley’s Go For Tourism initiative. This has helped to concentrate effort on: 

· human resource issues for employers, (which might help to address poor recruitment and employment practices); 

· employability issues with training providers and support organisations; and 

· attracting young people into the sector through joint projects with schools.

The Jobs Bank idea being piloted by SEFV might offer a new approach to building in more effective work placements for staff (tackling the work readiness issue) and provide employers with a reliable source of short-term labour as well.

The existing course programme could be supplemented with tours of hotels and visitor attractions, to increase product knowledge and understanding of working opportunities in different places.

Project sustainability and the future

WITH is currently funded with a mix of ESF and Scottish Enterprise funding, but the ESF funding is client-focused and will conclude in 2006.  Taking a long term approach to maximising WITH’s potential will require funding for wider activities as well as the ability to provide this valuable intermediary service in the longer term.  Fortunately, its work matches with other organisations and access to other sources of funding may be possible.

Potential to link to other organisations and initiatives

Many stakeholders indicated that there were a range of opportunities to establish links with other projects and initiatives as ways of further developing the project. Specifically mentioned were:

· the Return On Investment project 

· the National Park

· The new VisitScotland area network, carrying on the Area Tourist Board’s work with local businesses

· Springboard

We recognise that these links, and many others, exist at an informal level already. 

Working with these organisations may mean that, for example, CRM systems can be utilised to support WITH in the longer term and that some of the issues raised in this evaluation exercise such as employer capability can be addressed in parallel.

Funding for the future

There are ESF measures that could be tapped into that would fit well with what WITH is helping men access jobs in a female dominant sector, and thus would qualify for Priority 5: Addressing Gender Imbalance, Measure 5:1 Promoting Positive Actions.  There are likely to be other measures that will address employer and staff development alongside developing unemployed people.   While ESF funding is relatively short-term, it could support the project until employers are better positioned to invest in the project.

In addition, there are partners who have matching objectives and could be in a position to invest in services such as closer working with employers.  These include:

· Alexandria JobCentrePlus; and 

· Springboard (newly active in Dunbartonshire).

In comparator projects, funders include the JobCentrePlus, Careers Scotland, the Local Authority, local colleges and the Chamber of Commerce.  A look at clients’ perceptions of who fund the project may suggest who should be funding it.

Figure 14 Clients' perceptions of which organisations fund WITH
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Given the credit many of these organisations are already receiving from the project, it may be worthwhile to suggest they contribute to its work in the future.

Conclusions and recommendations

In closing, we draw together our findings and suggestions for the way forward.

Conclusions

Overall successes

Any successful employability and jobs access project needs to draw together three things: the skills of the target labour force, the attitudes of the target employers, and the trends of the target labour market.  WITH is addressing all three, and the work with a wide range of employers is a differentiating factor in the programme.

This intervention is:

· meeting its project aims (except the job placement one, which may catch  up);

· meeting the ESF criteria in its application;

· providing good value for money (£1722 per client into a job compared to £2,000 to £12,000 for other employability and jobs access initiatives);

· serving a large number of clients – nearly half of whom are from hard to reach groups;

· offering a relevant and useful service to clients and employers alike;

· successfully anticipating the needs of employers and gaining their trust;

· providing new skills and attitudes that will stay with the clients and employers; and

· beginning to change some employer attitudes, particularly to the range of people who might be suitable for a job, such as older clients.

The projects’ clients, trainers, and those employers conscious of it all praise the quality of the staff and what the project has to offer.

Groundwork successes

Given the challenges the project is set up to face, some of its most substantial effects will be felt most as its momentum builds, and this is starting to happen.  These have included:

· getting known by other agencies (around half of clients are referred to the project);

· getting known by employers – this has been slow, but employers are now starting to contact WITH to ask for training and recruitment support; 

· getting to know the rhythms of the sector and what employers need; and

· developing a clear case for what it has to offer – through success stories and soon through work with Scottish Enterprise Dunbartonshire on the Return on Investment for training research.

WITH is also starting to build useful partnerships with new players on the ground such as Springboard and the reorganised tourist board infrastructure. Partnership with the Alexandria JobCentrePlus is already strong and the contact there says they work together “hand in glove”.   As these partnerships grow, WITH’s reach and efficiency is likely to grow.

Issues

There are some issues that the evaluation has raised which would be valuably addressed in future:

· A lot of employers do not tell their colleagues about WITH before they leave and some are too busy to talk most of the time, thus making for a great deal of additional work for WITH staff.

· It takes a lot of time and effort to engage many employers, and stronger marketing and better funding for this work will be needed.  Partnership working will facilitate this.

· The sector still has many entrenched problems such as unprofessional employment practices that lead to disillusioned staff, and these will take a wider range of support to address over time.  WITH’s current focus on entry-level qualifications and placing clients limits its scope to do this.  To minimise leakage of WITH’s hard work into other sectors as disillusioned staff leave the sector, the project and its partners will need to take a more comprehensive approach.

· Clients in Clydebank seem to have more challenges in joining the tourism and hospitality sector – from a shortage of local jobs in the sector to the local culture of expecting jobs in heavy industry.  A different approach to Clydebank might be needed.

Leading practice and scope for learning from elsewhere

We looked at three other tourism and hospitality jobs access projects in Central Scotland, where the local environment is likely to be most comparable.  In comparison with the 10-week programmes in Glasgow and Edinburgh and a mix of un-funded initiatives in Forth Valley, WITH is providing leading practice in the following areas:

· work with a much more diverse group of employers, including smaller ones that are much farther down the learning curve of HR development, so there is more scope for real changes in the sector;

· access to economically inactive clients that are not referred through national programmes like New Deal;

· a successful balance of work with clients and employers so there is a good flow of supply and demand of both staff and vacancies;

· a shorter programme that allows clients to be ready for work more quickly and may attract more people for this reason; and

· more clients supported, including people who did not get a job through WITH but developed the skills, confidence and motivation to find a job themselves later.

The other projects had some features that WITH might benefit from adopting:

The Forth Valley project had a Jobs Bank scheme that allowed local employers to provided clients with a range of work experience on a “temping” basis when they could not commit to having a placement or offering a permanent job.  This could be a useful approach to reaching more employers and providing work experience while basically staying within the scope of the project.

The role of the project

The project has also managed to develop a niche as an intermediary between the various public sector stakeholders on the one hand, and the employers and unemployed on the other. WITH staff now have considerable expertise in working with target businesses and in being able to “read” local labour requirements. This is a valuable resource and one that could be profitable built upon.

The project’s role in working with employers makes it eligible for more European funding sources that are more employer-focused than the ESF measure that currently funds the project.  For example, the project has unusual gender balance issues and could be eligible for funding under Objective 3 measure 5.1.  Although there will be changes to EU funding in a couple of years time, applications can still be made. 

There may be benefits in developing a sense of esprit de corps through continuing the aftercare for longer, perhaps developing an employees club to encourage clients to acquire further skills and have the opportunity to network with other people working in similar jobs. It would also provide a long-term means of tracking progress and perhaps designing support programmes that better addressed the careers issue.

Recommendations

Placements

Work experience is important to helping longer-term unemployed people to gain confidence and working habits.  Placements are one approach to providing this experience, but they can be hard to access.  The steering group and Tourism Alliance should consider other opportunities to offer a safe and guaranteed supply of work experience for those who need it before applying for jobs. Two options to consider are:

· an intermediate labour market project (Glasgow Vocational Training Programme runs one of these in catering for secondary school trainees); or

· a Jobs Bank service like Go for Tourism in Forth Valley has run.

Developing toward a career-approach

The training is very much entry-level, but the project is meant to raise awareness of careers in the sector and provide an integrated training programme in tourism.  Both of these require an approach that supports career progression as well – which may need to include more advanced courses and more proactive support for companies who encourage their staff to pursue SVQs and HNCs.   Providing supervisor training and more advanced training for people interested in higher level positions would also encourage employers and clients to have a longer term view of the sector.
Marketing

Although the quality of WITH’s relationships with employers is considered to be high, the amount of time required to reach these people is also very high.  We recommend a three-pronged approach to improving efficiency in this area:

· networking with other agencies and service providers to send a joint message and take advantage of other agencies’ marketing efforts; 

· presenting a stronger case of the benefits for employers; and

· taking more visible credit for successes.

Networking will cost relatively little and can provide access to a wider number of companies (particularly through tourist board mailing lists) and a more complete information and advice product for 
employers (and fewer people to take up their time).  Contacts to develop include – Tourist Board, Springboard, Go for Tourism and the Alexandria JobCentrePlus.  Some of this is already starting to happen, and should be built upon.

Presenting a stronger case to employers – Some work has already been done on this: the project developed a profile of a typical client and sent it to employers, with positive results.  The sell could be further developed with case studies (from the evaluation), and evidence from Return on Investment work with tourism employers.  The case should ideally be presented in such a way that it is more likely to be shared with a variety of staff, not just one person in each organisation.

Taking more visible credit for successes – We found several employers who were unaware they had hired clients that were supported into a job by WITH, even one who had used the project for staff training.  So WITH does not miss out on the credit it deserves, a courtesy call to all employers could be valuable and effective marketing. (We understand this happens already with companies that asked for recruitment help).

Working with Employers

It appears that employers need guidance as well as jobseekers because, although the training is apparently well suited to the needs of employers, there are many instances where better employment practices would encourage these employees to stay in the sector. If the project is to have specific benefits to tourism and hospitality businesses, then the staff recruited into the sector need to be retained and developed. It may be productive to provide parallel support for employers through schemes run by SE Dunbartonshire.

As the most successful approach will be a holistic one, the project and its partners will have the greatest impact (and perhaps interest from employers) if they simultaneously address other fundamental issues to the sector, such as quality of tourism product and service, seasonality and profitability, as well as transport issues and other constraints.

Consider developing the range of courses to include more specific to tourism (in contrast to hospitality) and to develop courses for outdoor pursuits businesses – three of which had spoken to WITH but felt the programme was more tailored to hospitality.

Additional support for the clients who need it

A fifth of clients surveyed said they would like more support to achieve their aims.  Half of the clients had not got jobs through WITH after several months of assistance.  Since WITH staff seem to have a very positive relationship with most clients, they are well positioned to act as an ongoing source of support and advice.  However, links to other agencies should be fully utilised and more courses may be needed to help people reach their goals, where these are higher than the entry-level jobs WITH currently focuses on.

Appendix 1: Detailed Outputs & Results

	
	Target for year
	Actual till 30/9/04
	Target for 30/9/04
	Projection to end 2004

	Output
	
	
	
	

	Beneficiaries aged 16-24 unemployed for between 6 and 12 months
	6
	5
	4.488
	11%

	Beneficiaries aged 16-24 unemployed for less than  6 
	20
	29
	14.96
	94%

	Beneficiaries aged 16-24 unemployed for more than 12 months
	20
	7
	14.96
	-53%

	Beneficiaries aged over 25 unemployed for between 6 and 12 months
	15
	8
	11.22
	-29%

	Beneficiaries aged over 25 unemployed for less than  6 
	30
	27
	22.44
	20%

	Beneficiaries aged over 25 unemployed for more than 12 months
	14
	14
	10.472
	34%

	Beneficiaries given advice or guidance
	140
	111
	104.72
	6%

	Beneficiaries who are ethnic minorities
	3
	1
	2.244
	-55%

	Beneficiaries from areas of most need
	28
	34
	20.944
	62%

	Beneficiaries who are disabled
	3
	3
	2.244
	34%

	Beneficiaries who are women
	56
	58
	41.888
	38%

	No. of employed beneficiaries who are ethnic minorities
	1
	0
	0.748
	-100%

	No. of employed beneficiaries who are from areas of most need
	7
	3
	5.236
	-43%

	No. of employed beneficiaries who are disabled
	1
	0
	0.748
	-100%

	No. of employed beneficiaries who are women
	14
	11
	10.472
	5%

	No. participating in ESF training
	105
	60
	78.54
	-24%

	No. working towards a qualification
	105
	60
	78.54
	-24%

	Total no.of beneficiaries
	140
	111
	104.72
	6%

	Total no.of employed beneficiaries
	35
	21
	26.18
	-20%


	Results
	
	
	
	

	Jobs safeguarded in existing SMEs
	35
	20
	26.18
	-24%

	No. of beneficiaries completing their course
	105
	60
	78.54
	-24%

	No. of leavers/completers entering employment
	70
	47
	52.36
	-10%

	No. of leavers/completers entering employment (women)
	28
	15
	20.944
	-28%

	No. of leavers/completers gaining full/part qualification
	105
	60
	78.54
	-24%

	No. of positive outcomes for leavers/completers
	105
	48
	78.54
	-39%

	No. of positive outcomes for leavers/completers (areas most in need)
	21
	17
	15.708
	8%

	No. of positive outcomes for leavers/completers (disabled people)
	1
	1
	0.748
	34%

	No. of positive outcomes for leavers/completers (ethnic minorities)
	1
	0
	0.748
	-100%

	No. of positive outcomes for leavers/completers (women)
	42
	32
	31.416
	2%

	Beneficiary progress
	
	
	
	

	Total Beneficiaries
	140
	111
	104.72
	6%

	Hours 
	11410
	3903
	8534.68
	-54%


	Target group
	
	
	
	

	Lone parents
	11
	6
	8.228
	-27%

	literacy/numeracy difficulties
	28
	5
	20.944
	-76%

	People with disabilities
	3
	3
	2.244
	34%

	Ex-offenders
	3
	1
	2.244
	-55%

	Workless households
	22
	5
	16.456
	-70%

	Those without qualifications
	33
	12
	24.684
	-51%

	Other (unemployed)
	20
	61
	14.96
	308%

	Other (employed)
	20
	18
	14.96
	20%

	Employment profile
	
	
	
	

	Up to 6 months, less than 25
	20
	29
	14.96
	94%

	Up to 6 months, more than 25
	30
	27
	22.44
	20%

	7 to 12 months, less than 25
	6
	5
	4.488
	11%

	7 to 12 months, over 25
	15
	8
	11.22
	-29%

	13 to 24 months
	15
	11
	11.22
	-2%

	25 to 36 months
	7
	1
	5.236
	-81%

	Over 3 years
	2
	1
	1.496
	-33%

	Returning to the labour market
	10
	8
	7.48
	7%

	Threatened job in a small to medium enterprise
	35
	21
	26.18
	-20%

	Totals
	140
	111
	104.72
	6%

	Age  profile
	
	
	
	

	16 to 24
	42
	47
	31.416
	50%

	25 to 49
	48
	36
	35.904
	0%

	40 to 49
	27
	13
	20.196
	-36%

	Aged over 50
	23
	15
	17.204
	-13%

	Totals
	140
	111
	104.72
	6%

	Gender profile
	
	
	
	

	Male 
	84
	53
	62.832
	-16%

	Female 
	56
	58
	41.888
	38%

	Total
	140
	111
	104.72
	6%

	Ethnic profile
	
	
	
	

	White Scottish
	137
	110
	102.476
	7%

	Other
	3
	1
	2.244
	-55%

	Industrial sector
	
	
	
	

	Food, drink and tobacco
	42
	34
	31.416
	8%

	Distribution, hotels etc
	98
	77
	73.304
	5%

	Finance
	
	
	
	

	ESF spent
	£70,081
	£56,065
	52420.588
	7%

	SED funds spent
	£85,657
	£44,534
	64071.436
	-30%

	Total approved expenditure
	£155,738
	£80,972
	116492.024
	-30%
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� Lone parents, people with literacy/numeracy difficulties, people with disabilities, ex-offenders, workless households, those without qualifications, and people unemployed more than one year.
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		17-20		8		27		11		33		17-20		30%		33%

		21-24		10		24		13		26		21-24		42%		50%

		25-29		8		16		19		32		25-29		50%		59%

		30-34		8		19		14		20		30-34		42%		70%

		35-39		7		15		14		20		35-39		47%		70%

		40-44		7		17		10		15		40-44		41%		67%

		45-49		7		17		10		11		45-49		41%		91%

		50-54		6		16		9		13		50-54		38%		69%

		55+		5		10		8		18		55+		50%		44%
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		unable to work				2

		unemployed		1		5		3
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						£ per sust job				2153.5106382979
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		Area		Sustained		Not sustained		Not yet 13 weeks		Sustained		Not sustained

		Alexandria		44		11		6		80%		20%

		Clydebank		40		23		5		63%		37%

		Dumbarton		17		4		2		81%		19%

		East Dunbartonshire		2		2
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		Stirling**		1
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		Alexandria		44		11		55
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		Alexandria		6		5
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		People who sustained jobs

		Area		Women		Men
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		Not yet 13 weeks		3		2

		Clydebank

		Age range		Sustained		Not sustained		Not yet 13 weeks
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		Personal support		Personal support



Degree or diploma

No quals or only O-grades
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		New to tourism		0.75		0.61

		Working now		0.97		0.5

		Assertiveness		65%

		Team working skills		64%

		Verbal communications		60%

		Ability to handle customers		60%

		Presentation skills		49%

		Problem solving abilities		29%

		IT skills		17%

		Written communications		14%

		Enhanced numeracy		8%

		Improved reading and writing		8%

				Degree or diploma		No quals or only O-grades

		Team working		40%		69%

		Verbal communications		20%		66%

		Assertiveness		50%		63%

		Ability to handle customers		50%		63%

		Presentation		50%		47%

		Problem-solving		10%		28%

		Written communications		10%		16%

		IT skills		20%		13%

		Numeracy		0%		9%

		Reading and writing		0%		6%

		Most useful bit of the service

				Degree or diploma		No quals or only O-grades

		Training		100%		100%

		Confidence		88%		100%

		Job hunting skills		29%		95%

		Motivation		88%		92%

		Access to employers		71%		85%

		Interview skills		67%		83%

		Personal support		57%		82%

		Perceptions of funders

		SE Dunbartonshire		76%

		ESF		50%

		WD Council		42%

		Jobcentre Plus		39%

		ATB		27%

		Careers Scotland		22%

		Local T&H businesses		11%

		Royal Bank of Scotland		7%

		Springboard		2%

				5 - much more		4		3		2		1 - not more at all

		more confident of finding a job		24%		43%		22%		5%		5%

		more motivated to get a job		29%		43%		23%		3%		3%
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		Age range		Into Employment		Not Into Employment		Into Employment		Not Into Employment

		17-20		41		19		12%		5%				60		17%

		21-24		27		23		8%		7%				50		14%

		25-29		21		27		6%		8%				48		14%		45%

		30-34		17		22		5%		6%				39		11%		56%

		35-39		14		21		4%		6%				35		10%		66%

		40-44		15		17		4%		5%				32		9%		75%

		45-49		11		17		3%		5%				28		8%		83%

		50-54		14		15		4%		4%				29		8%		92%

		55+		15		14		4%		4%				29		8%		100%

				175		175		50%		50%

		SEX		yes		no

		Women		95		66		161

		Men		80		109		189

		CountOfNUMBER		Area		Job Outcome		yes		no

		1				Y

				Clydebank		Y		1				Clydebank

				Dalmuir		Y		1				Dalmuir

				Alexandria		Y		28		55		Alexandria

				Ardpeaton Cove		Y		1				Helensburgh

				Balloch		Y		5				Balloch

				Bearsden		Y		1				East Dunbartonshire

				Bellsmyre		Y		2				Dumbarton

				Bonhill		Y		15				Alexandria

				Brucehill		Y		2				Dumbarton

				Castle Square		Y		1				Dalmuir

				Castlehill		Y		1				Dumbarton

				Clydebank		Y		33		65		Clydebank

				Dalmuir		Y		5

				Dalmuir West		Y		1				Clydebank

				Dalvait Road		Y		1

				Drumry		Y		2				Clydebank

				Dumbarton		Y		15		25		Dumbarton

				Duntocher		Y		3				Clydebank

				East Dumbarton		Y		1		3		Dumbarton

				East Dunbartonshire						3		East Dunbartonshire

				Faifley		Y		5				Clydebank

				Glasgow		Y		3		11		Glasgow

				Haldane		Y		4				Balloch

				Hardgate		Y		2				Clydebank

				Helensburgh		Y		11		14		Helensburgh

				High Overtoun		Y		2				Dumbarton

				Jamestoun		Y		1				Alexandria

				Jamestown		Y		2				Alexandria

				Kirkintilloch		Y		1

				Lennoxtown		Y		1				East Dunbartonshire

				Levenvale		Y		1				Alexandria

				Linnvale		Y		2

				MacFarlanes Boatyard		Y		1				Stirlingshire

				Main Road		Y		1

				Mountblow		Y		2

				North Kilbowie		Y		1				Clydebank

				Old Kilpatrick		Y		4

				Parkhall		Y		1

				Renton		Y		3				Alexandria

				Rosneath		Y		1				Helensburgh

				Stirling		Y		1				Stirling

				Tullichewan		Y		1

				Whitecrook		Y		3

				Yoker		Y		1				Glasgow





Sheet1

		



Into Employment

Not Into Employment

age range

number of clients



Sheet2

		Women		Women

		Men		Men



yes

no

number of clients

95

66

80

109



Sheet3

		

		People who got jobs

		Age range		Women		Men

		17-20		19		22

		21-24		14		13

		25-29		8		13

		30-34		11		6

		35-39		8		6

		40-44		10		5

		45-49		10		1

		50-54		10		4

		55+		5		10

		People who didn't get jobs

		Age range		Women		Men

		17-20		8		11

		21-24		10		13

		25-29		8		19

		30-34		8		14

		35-39		7		14

		40-44		7		10

		45-49		7		10

		50-54		6		9

		55+		5		8
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		Motivation		88%		92%
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		Perceptions of funders
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				5 - much more		4		3		2		1 - not more at all
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																0.0457142857

																334

																171

																166

																116		0.6987951807

																0.75





Sheet1

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0



Degree or diploma

No quals or only O-grades

% with improved skills



Sheet2

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0



Degree or diploma

No quals or only O-grades

% who valued each "most"



Sheet3

		0

		0

		0

		0

		0

		0

		0

		0



% of clients thinking this is a funder



		0		0		0		0		0

		0		0		0		0		0



5 - much more

4

3

2

1 - not more at all

% of respondents



		0

		0

		0

		0

		0

		0

		0

		0



% of respondents with improved skills



		





		












_1166535088.xls
Chart6

		Assertiveness

		Team working skills

		Verbal communications

		Ability to handle customers

		Presentation skills

		Problem solving abilities

		IT skills

		Written communications



% of respondents with improved skills

0.653

0.639

0.597

0.597

0.486

0.292

0.167

0.139



Sheet1

		

				got jobs		didn't get a job

		New to tourism		0.75		0.61

		Working now		0.97		0.5

		Assertiveness		65%

		Team working skills		64%

		Verbal communications		60%

		Ability to handle customers		60%

		Presentation skills		49%

		Problem solving abilities		29%

		IT skills		17%

		Written communications		14%

		Enhanced numeracy		8%

		Improved reading and writing		8%

				Degree or diploma		No quals or only O-grades

		Team working		40%		69%

		Verbal communications		20%		66%

		Assertiveness		50%		63%

		Ability to handle customers		50%		63%

		Presentation		50%		47%

		Problem-solving		10%		28%

		Written communications		10%		16%

		IT skills		20%		13%

		Numeracy		0%		9%

		Reading and writing		0%		6%

		Most useful bit of the service

				Degree or diploma		No quals or only O-grades

		Training		100%		100%

		Confidence		88%		100%

		Job hunting skills		29%		95%

		Motivation		88%		92%

		Access to employers		71%		85%

		Interview skills		67%		83%

		Personal support		57%		82%

		Perceptions of funders

		SE Dunbartonshire		76%

		ESF		50%

		WD Council		42%

		Jobcentre Plus		39%

		ATB		27%

		Careers Scotland		22%

		Local T&H businesses		11%

		Royal Bank of Scotland		7%

		Springboard		2%

				5 - much more		4		3		2		1 - not more at all

		more confident of finding a job		24%		43%		22%		5%		5%

		more motivated to get a job		29%		43%		23%		3%		3%

																0.0457142857

																334

																171

																166

																116		0.6987951807

																0.75





Sheet1

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0

		0		0



Degree or diploma

No quals or only O-grades

% with improved skills



Sheet2

		Training		Training

		Confidence		Confidence

		Job hunting skills		Job hunting skills

		Motivation		Motivation

		Access to employers		Access to employers

		Interview skills		Interview skills

		Personal support		Personal support



Degree or diploma

No quals or only O-grades

% who valued each "most"

1

1

0.88

1

0.29

0.95

0.88

0.92

0.71

0.85

0.67

0.83

0.57

0.82



Sheet3

		SE Dunbartonshire

		ESF

		WD Council

		Jobcentre Plus

		ATB

		Careers Scotland

		Local T&H businesses

		Royal Bank of Scotland



% of clients thinking this is a funder

0.756

0.5

0.415

0.39

0.268

0.22

0.11

0.073



		more confident of finding a job		more confident of finding a job		more confident of finding a job		more confident of finding a job		more confident of finding a job

		more motivated to get a job		more motivated to get a job		more motivated to get a job		more motivated to get a job		more motivated to get a job



5 - much more

4

3

2

1 - not more at all

% of respondents

0.243

0.432

0.216

0.054

0.054

0.286

0.429

0.229

0.029

0.029



		0

		0

		0

		0

		0

		0

		0

		0



% of respondents with improved skills



		





		












_1165332341.xls
Chart1

		more confident of finding a job		more confident of finding a job		more confident of finding a job		more confident of finding a job		more confident of finding a job

		more motivated to get a job		more motivated to get a job		more motivated to get a job		more motivated to get a job		more motivated to get a job



5 - much more

4

3

2

1 - not more at all

% of respondents

0.243

0.432

0.216

0.054

0.054

0.286

0.429

0.229

0.029

0.029



Sheet1

		

				got jobs		didn't get a job
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		Team working		40%		69%

		Verbal communications		20%		66%

		Assertiveness		50%		63%

		Ability to handle customers		50%		63%

		Presentation		50%		47%

		Problem-solving		10%		28%
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		Reading and writing		0%		6%
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		Interview skills		67%		83%

		Personal support		57%		82%

		Perceptions of funders
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		Age range		Into Employment		Not Into Employment

		17-20		41		19

		21-24		27		23

		25-29		21		27

		30-34		17		22

		35-39		14		21

		40-44		15		17

		45-49		11		17

		50-54		14		15

		55+		15		14

		SEX		Into Employment		Not Into Employment

		Women		95		66		161

		Men		80		109		189

				175		175		350

		CountOfNUMBER		Area		Job Outcome		yes		no

		1				Y

				Clydebank		Y		1				Clydebank

				Dalmuir		Y		1				Dalmuir

				Alexandria		Y		28		55		Alexandria

				Ardpeaton Cove		Y		1				Helensburgh

				Balloch		Y		5				Balloch

				Bearsden		Y		1				East Dunbartonshire

				Bellsmyre		Y		2				Dumbarton

				Bonhill		Y		15				Alexandria

				Brucehill		Y		2				Dumbarton

				Castle Square		Y		1				Dalmuir

				Castlehill		Y		1				Dumbarton

				Clydebank		Y		33		65		Clydebank

				Dalmuir		Y		5

				Dalmuir West		Y		1				Clydebank

				Dalvait Road		Y		1

				Drumry		Y		2				Clydebank

				Dumbarton		Y		15		25		Dumbarton

				Duntocher		Y		3				Clydebank

				East Dumbarton		Y		1		3		Dumbarton

				East Dunbartonshire						3		East Dunbartonshire

				Faifley		Y		5				Clydebank

				Glasgow		Y		3		11		Glasgow

				Haldane		Y		4				Balloch

				Hardgate		Y		2				Clydebank

				Helensburgh		Y		11		14		Helensburgh

				High Overtoun		Y		2				Dumbarton

				Jamestoun		Y		1				Alexandria

				Jamestown		Y		2				Alexandria

				Kirkintilloch		Y		1

				Lennoxtown		Y		1				East Dunbartonshire

				Levenvale		Y		1				Alexandria

				Linnvale		Y		2

				MacFarlanes Boatyard		Y		1				Stirlingshire

				Main Road		Y		1

				Mountblow		Y		2

				North Kilbowie		Y		1				Clydebank

				Old Kilpatrick		Y		4

				Parkhall		Y		1

				Renton		Y		3				Alexandria

				Rosneath		Y		1				Helensburgh

				Stirling		Y		1				Stirling

				Tullichewan		Y		1

				Whitecrook		Y		3

				Yoker		Y		1				Glasgow
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Sheet3

		

		People who got jobs

		Age range		Women		Men

		17-20		19		22

		21-24		14		13

		25-29		8		13

		30-34		11		6

		35-39		8		6

		40-44		10		5

		45-49		10		1

		50-54		10		4

		55+		5		10

		People who didn't get jobs

		Age range		Women		Men

		17-20		8		11

		21-24		10		13

		25-29		8		19

		30-34		8		14

		35-39		7		14

		40-44		7		10

		45-49		7		10

		50-54		6		9

		55+		5		8
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Age or gender

		Age range		yes		no						yes		no

		17-20		41		19		60		17-20		68%		32%

		21-24		27		23		50		21-24		54%		46%

		25-29		21		27		48		25-29		44%		56%

		30-34		17		22		39		30-34		44%		56%

		35-39		14		21		35		35-39		40%		60%

		40-44		15		17		32		40-44		47%		53%

		45-49		11		17		28		45-49		39%		61%

		50-54		14		15		29		50-54		48%		52%

		55+		15		14		29		55+		52%		48%

		SEX		yes		no

		Women		95		66

		Men		80		109

		CountOfNUMBER		Area		Job Outcome		yes		no

		1				Y

				Clydebank		Y		1				Clydebank

				Dalmuir		Y		1				Dalmuir

				Alexandria		Y		28		55		Alexandria

				Ardpeaton Cove		Y		1				Helensburgh

				Balloch		Y		5				Balloch

				Bearsden		Y		1				East Dunbartonshire

				Bellsmyre		Y		2				Dumbarton

				Bonhill		Y		15				Alexandria

				Brucehill		Y		2				Dumbarton

				Castle Square		Y		1				Dalmuir

				Castlehill		Y		1				Dumbarton

				Clydebank		Y		33		65		Clydebank

				Dalmuir		Y		5

				Dalmuir West		Y		1				Clydebank

				Dalvait Road		Y		1

				Drumry		Y		2				Clydebank

				Dumbarton		Y		15		25		Dumbarton

				Duntocher		Y		3				Clydebank

				East Dumbarton		Y		1		3		Dumbarton

				East Dunbartonshire						3		East Dunbartonshire

				Faifley		Y		5				Clydebank

				Glasgow		Y		3		11		Glasgow

				Haldane		Y		4				Balloch

				Hardgate		Y		2				Clydebank

				Helensburgh		Y		11		14		Helensburgh

				High Overtoun		Y		2				Dumbarton

				Jamestoun		Y		1				Alexandria

				Jamestown		Y		2				Alexandria

				Kirkintilloch		Y		1

				Lennoxtown		Y		1				East Dunbartonshire

				Levenvale		Y		1				Alexandria

				Linnvale		Y		2

				MacFarlanes Boatyard		Y		1				Stirlingshire

				Main Road		Y		1

				Mountblow		Y		2

				North Kilbowie		Y		1				Clydebank

				Old Kilpatrick		Y		4

				Parkhall		Y		1

				Renton		Y		3				Alexandria

				Rosneath		Y		1				Helensburgh

				Stirling		Y		1				Stirling

				Tullichewan		Y		1

				Whitecrook		Y		3

				Yoker		Y		1				Glasgow
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Area

		

		People who got jobs

		Age range		Women				Men				Age range		Women		Men

		17-20		19				22				17-20		70%		67%

		21-24		14				13				21-24		58%		50%

		25-29		8				13				25-29		50%		41%

		30-34		11				6				30-34		58%		30%

		35-39		8				6				35-39		53%		30%

		40-44		10				5				40-44		59%		33%

		45-49		10				1				45-49		59%		9%

		50-54		10				4				50-54		63%		31%

		55+		5				10				55+		50%		56%

		People who didn't get jobs

		Age range		Women		Total		Men		Total		Age range		Women		Men

		17-20		8		27		11		33		17-20		30%		33%

		21-24		10		24		13		26		21-24		42%		50%

		25-29		8		16		19		32		25-29		50%		59%

		30-34		8		19		14		20		30-34		42%		70%

		35-39		7		15		14		20		35-39		47%		70%

		40-44		7		17		10		15		40-44		41%		67%

		45-49		7		17		10		11		45-49		41%		91%

		50-54		6		16		9		13		50-54		38%		69%

		55+		5		10		8		18		55+		50%		44%
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Women

Men

age ranges

clients who didn't get jobs



		

		13 week		N/A		Sustained		Not sustained

		in casual employment		1

		in full- or part-time education				2

		in full-time employment		3		24		4

		in part-time employment		1		10		3

		unable to work				2

		unemployed		1		5		3

		in casual employment		in full- or part-time education		in full-time employment		in part-time employment		unable to work		unemployed

		1				3		1				1		6

				2		24		10		2		5		43

						4		3				3		10

						31		14						81%

								46

		% who got a job still emp in survey						78%				59

						spent to 9-04				$80,972

						pro rata sust jobs				37.6

						£ per sust job				2153.5106382979

						£ per job accessed				1722.8085106383





		Area		Sustained		Not sustained		Not yet 13 weeks		Sustained		Not sustained

		Alexandria		44		11		6		80%		20%

		Clydebank		40		23		5		63%		37%

		Dumbarton		17		4		2		81%		19%

		East Dunbartonshire		2		2

		Helensburgh						2

		Glasgow*		3

		Stirling**		1

		Area		Sustained		Not sustained

		Alexandria		44		11		55

		Clydebank		40		23		63

		Dumbarton		17		4		21

		People who didn't sustain jobs

		Area		Women		Men

		Alexandria		6		5

		Clydebank		16		7

		Dumbarton		3		1

		East Dumbarton		1		1

		People who sustained jobs

		Area		Women		Men

		Alexandria		27		17

		Clydebank		19		21

		Dumbarton		6		11

		East Dunbartonshire		2

		Glasgow*				3

		Helensburgh		8		5

		Stirling**		1

		Alexandria

				Women		Men

		Sustained		27		17

		Not sustained		6		5

		Not yet 13 weeks		1		5

		Clydebank

				Women		Men

		Sustained		19		21

		Not sustained		16		7

		Not yet 13 weeks		3		2

		Clydebank

		Age range		Sustained		Not sustained		Not yet 13 weeks

		17-20		7		5		3

		21-24		6		2

		25-29		10		2		1

		30-34		4		4

		35-39		3		4		1

		40-44		3

		45-49		2		2

		50-54		2		3

		55+		3		1

		Age range		Sustained		Not sustained		Not yet 13 weeks

		17-20		16		4		6

		21-24		15		3		1

		25-29		7				1

		30-34		7		2

		35-39		5		1

		40-44		8		3		1

		45-49		6		1

		50-54		7		1		1

		55+		9		2
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