  Final Report – Arbroath Employment and Training Initiative


1.
Introduction

1.1
This is the Final Report of the evaluation of the Arbroath Employment and Training Initiative commissioned by Scottish Enterprise Tayside (SET) from GEN Consulting. The Report contains 5 main elements:-

· Chapter 2  gives an overview of the Initiative by analysing the records provided by Claverhouse, the training provider with whom SET contracted to deliver the Initiative;

· Chapter 3 looks at some of the issues that emerged in the course of undertaking a variety of interviews with some of the key players. These cover such things as planning, partnership working and communications;

· Chapter 4 looks at the views of a sample of companies who recruited people who had been provided with support by Claverhouse through the Initiative;

· Chapter 5 looks at the views of a sample of clients who had had some form of contact with Claverhouse; and

· Chapter 6 draws a number of conclusions and presents a Learning Review which highlights the lessons that could be learnt from the experiences of setting up and running the Initiative. 

The Evaluation Process

1.2
The Evaluation involved 4 main elements:-

· Interviews with some of the key players. These are listed in Appendix 1;

· Analysis of records provided by Claverhouse. Much of the detail of this analysis has been placed in Appendix 2;

· 10 semi-structured telephone interviews with companies that had recruited employees; and

· 40 semi-structured interviews with clients who had contact with Claverhouse. 
1.3
In our tender we indicated that we would look at additionality by considering changes in claimant based unemployment figures in Arbroath, Angus and the wider sub-region. This analysis was undertaken. However it proved inconclusive, possibly as the number of job entries ascribed to the Initiative was not sufficient to have any statistical impact at a time when the local and sub-region figures were very volatile. Accordingly no details of this analysis have been included in the Report. 

Evaluation Issues

1.4
The process of undertaking the evaluation was generally quite straightforward. However, 2 things became clear in the course of the work that had not been apparent at the start. These were that:-

· Very rarely, if at all, had clients been provided with a formal programme of intensive activities. This was something that we assumed had been done, based upon our reading of the contract and the evaluation brief. Generally the type of support provided by Claverhouse had been far less intensive, often one-to-one advice or simply preparation of curriculum vitae. This is not to suggest that this was not both appropriate and effective. However it does mean that trying to ascribe outcomes categorically to Claverhouse’s intervention is problematical; and
· The Initiative was to work both with, and through, other providers, agencies and programmes. Given this it is not necessarily the case that the companies providing jobs had any direct involvement with Claverhouse. Indeed some of those interviewed had little knowledge of it. Again this is not necessarily a reflection on Claverhouse or the effectiveness of the service it was delivering. It does, however, once again make attribution difficult.
1.5
These issues are considered in further detail below and do need to be borne in mind when reading the subsequent Chapters.
2.
 Initiative Overview

Introduction
2.1
The purpose of this Chapter is to give an overview of the Arbroath Employment and Training Initiative. It starts with a description of the Initiative and then gives a quantitative analysis of performance, based on the records provided by Claverhouse.  Subsequent Chapters look in greater detail at performance based on interviews with clients and the companies that had provided jobs.
2.2
The quantitative analysis is detailed and often is simply confirming that there is limited bias in the client profiles when compared to the larger population. Accordingly the majority of the detail has been placed in Appendix 2. This Chapter highlights the main findings. The Appendix should be referred to for detailed analysis and cross references (prefixed by A) are given as appropriate.


The Arbroath Employment and Training Initiative.

2.3
The background to the Initiative was political pressure on the Executive from Angus Council for additional resources to be allocated to the area to deal with its problems of exclusion and economic decline. In part this was provoked by the loss of Social Inclusion Partnership status in Arbroath. The outcome was an additional financial allocation to SET of £400,000 to be spent on initiatives in the area. The majority of this was allocated to SET’s Skills and Learning Team.

2.4
The Team set about devising a programme of events, focusing on Arbroath. These have included:-

· The Arbroath Ahead Show, which brought together a range of training and    employment organisations to provide support and advice on such things as personal development, training and careers;

· The Arbroath Business Week, which aimed to promote networking and inter-trading amongst local businesses; and

· The Arbroath People Week, which brought employers together with those looking for jobs.
2.5 
The Employment and Training Initiative was funded out of the same tranche of money. Its origins lay in a degree of unrest within SET about the performance of local training providers in getting trainees into work and concern that Jobcentre Plus did not have information on all job vacancies.  It was felt that a more pro-active approach, with employers and the unemployed, might result in more people being able to enter the job market. Accordingly a brief was drawn up inviting bids from suitably qualified contractors who could provide additional support to employers and the unemployed with a view to placing more people into work.
2.6
The contract was let competitively and was won by the Dundee based training provider, Claverhouse. It was to run for one year, from the 1st October 2002, and was worth £80,000. In return for this a number of targets had to be met (see Paragraph 2.21). However unlike, for example, Training for Work (TfW) contract payments were not to be drawn down on a per capita basis (for example so much being paid each time someone was placed into a job). Similarly if a training provider, or agency such as Jobcentre Plus, was helped to place one of its trainees into work then they were eligible to claim, as appropriate, the outcome payment or job entry figure. Claverhouse would also be able to count the outcome towards its targets. This structure would, therefore, seem to be one that would encourage partnership working.

2.7
Perhaps in recognition that the Arbroath labour market was relatively small the Initiative was to operate throughout Angus, although it was expected that the majority of the clients would be from Arbroath, something reflected in the targets (Paragraph 2.21). This expansion into Angus also made target attainment easier as some of the developments in Arbroath, that had been expected to create jobs, were slow in coming on stream. The 2 staff were based in an office in Arbroath and were to run outreach surgeries in the other benefit offices.
2.8
The objectives of the Initiative, as set out in the contract, were to:-
· Provide a range of activities for clients to enhance employability. These were to be offered on a flexible basis for a maximum of 13 weeks and were to cover such things as motivation, curriculum vitae preparation, one-to-one guidance, personal presentation and interview techniques;

· Identify suitable job vacancies in the area for clients; and
· Match clients to these vacancies thereby helping both employers and the unemployed.

2.9
The targets (Paragraph 2.21) do not specify in detail the characteristics of the targeted clients, beyond their area of residence. However the contract states that the client group is to be long term unemployed residents and those who are not eligible for entry to existing programmes. This eventually became formalised through the signing of a Partnership Agreement with Jobcentre Plus which committed Claverhouse to working only with those who fell outwith New Deal or programme centre referral criteria (Paragraph 3.31).
2.10
The contract also lays stress upon partnership working with other agencies and local training providers. In line with this approach, maximum use was to be made of existing programmes (such as TfW) if they were felt to be appropriate in helping clients to move towards employability. This does, however, seem rather paradoxical given that one of the target groups was to be those who were ineligible for existing programmes (Paragraph 2.9).
2.11
Claverhouse had a significant presence in Dundee, where it was one of the largest training providers, as well as being a Jobcentre Plus contractor. It had not had any major involvement in Angus, although it did offer TfW in the area.  Awarding it the contract caused a degree of resentment from local training providers, some of whom put in unsuccessful tenders. However, before these and other issues are addressed in Chapter 3, details of the Initiative’s achievements, based on analysis of its records, will be considered, starting with the characteristics of the clients.

Client Profile
2.12
The key findings for the Initiative’s clients were that:-

· 66% were male. Although it seems as if there was a bias towards females, when compared to the gender breakdown of  total claimant unemployed in Angus
, this is probably accounted for by not all of the female clients being eligible to claim Job Seekers Allowance;

· In terms of age (Table A2.1) 24% of clients were 25 or under whilst the over 50s account for 15%. In comparison with the age break down of  the claimant unemployed (Table A2.2) the   profile was almost identical;
· 61% of clients had been unemployed for 6 months whilst 16% had been out-of-work for more than a year (Table A2.3). The main variation from the Angus claimant profile is that proportionally more of the Initiative’s clients had been unemployed for more than 2 years (Table A2.4);

· 79% of clients were receiving Job Seekers Allowance (Table A2.5). A further 10% received no benefits, either as they were school leavers or females who were not entitled to claim;

· Just over a third of clients (34%)  lived in Arbroath, a quarter in Montrose whilst Brechin, Carnoustie and Forfar each accounted for  around  10% (Table A2.6);

· There is a reasonably good match between the proportions of clients living in the 3 benefit office areas when compared to the proportion of total claimants living in these areas (Table A2.7). The only anomaly is  an under-representation of clients from the Forfar area;

· Although 18% of clients claimed to have health problems very few were receiving any health related benefit and rarely was this mentioned in the Action Plans that were prepared for clients. It would seem that this categorisation may often have been made in error (Paragraph A2.14); and
· Only 1 of the 213 clients whose records were analysed was from an ethnic minority (Paragraph A2.16).


The Services Offered
2.13
Table A2.9 looks at the services offered to clients through the Initiative.  Four fifths of the interventions related to help with curriculum vitae preparation, advice with job search and signposting to work placements or TfW provision. Although Claverhouse’s records contain no information on the degree of involvement with clients it would seem that this is not particularly intense, certainly not as intense as the contract would perhaps lead one to believe. (Paragraph 1.4). 

2.14
There also seems to be some discrepancy between the information contained in the records summarising the actions agreed with clients and information given verbally by Claverhouse. This relates to those whom it was not possible to help, because of the nature of their problems. These were said to be referred to specialist providers, dealing with such things as mental health and literacy and numeracy. There is little record of this on the Clients’ Action Plans. As such the accuracy of some of the   information provided could be suspect.


Clients Placed into Jobs

2.15
The Initiative had 61 jobs that had been verified by employers. This verification process was helped by every client being given a one-off payment of £20 if their employer returned the verification form. However the verifications related to 57 clients as 4 were listed twice, albeit against different jobs.

2.16
The characteristics of those who obtained jobs were as follows:-

· The gender balance was almost identical to that of the total client group;

· Proportionately more of the older age groups had obtained jobs (Table A2.10);

· Almost two thirds had been unemployed for less than 6 months. This applied across the age groups (Table A2.11);
· Proportionally more of those living within the areas of the Forfar and Arbroath benefit offices gained work (Table A2.12). This may reflect the strength of the local jobs market; and

· There were no significant differences in the benefits’ profile between those gaining jobs and the total population of clients (Paragraph A2.26).


The Employers
2.17
The jobs for the 57 clients had been provided by 50 employers, with 7 providing 2 jobs each. The employers were very varied covering the spectrum of activities from horticulture to personal services such as hairdressing (Table A2.13). However a quarter were provided in manufacturing and almost 20% each in Business Activities and Wholesale and Retail.


The Jobs
2.18
Like the employers, the jobs gained were varied, although the majority were semi- or unskilled (Table A2.14). Key occupations were Sales and Customer Service (in particular shop assistants); Elementary Occupations such as labourers; and Process, Plant and Machine Operatives.

The Referral Process

2.19
Those who obtained a job were referred to the Initiative from a variety of sources (Table A2.15). The Montrose job centre provided the most followed by direct, self, referrals. In total 6 sources of referrals, other than “direct”, were identified.

Achievements and Targets

2.20
The information provided to SET by Claverhouse indicates that the Initiative has achieved the following:-

· Worked with 216 clients;

· Helped to place 65 of these (30%)  into jobs;  

· Achieved a further 6 positive outcomes (3 TfW starts, 2 people moving into further education, and 1 Skillseeker gaining a job); and

· Achieved a positive outcome rate of 33%
. 

2.21
The targets set for the Initiative in contract were:-

· There should be 100 clients. Of these:-

· 60% were to be non-TfW participants; and

· 60 were to be Arbroath residents;

· 40% of clients were to enter employment either during the course of the Initiative or within 13 weeks of completion; and

· 50% of these (20 clients) were to still be in work 3 months later.

2.22
Comparing the achievements against the contract’s explicit and implicit targets, and using additional information from this analysis, it seems that:-

· The target number of clients has been exceeded by over 100%;

· Because of this, the target for the number of clients entering employment has been exceeded by 63%. However our analysis indicates that 57, rather than 65, jobs had been obtained. Accordingly the target has been exceeded by 43%, rather than 63%;  
· Over a third of clients were from Arbroath (70) (Paragraph 2.12). Although the percentage target has not been met it has been exceeded in terms of absolute numbers;
· In terms of targeting the long term unemployed the picture is not as clear, in part as this was not categorically stated as a target. However the majority of clients (61%) had been out-of-work for 6 months or less. The long term unemployed (here defined as those who had been out-of-work for more than 12 months) accounted for 21% of clients and only 8% of those who obtained a job. It could, therefore, be argue that there has been a failure to address this segment  of the unemployed;
· No information was available in the data analysed about use of other programmes. However Claverhouse indicates that 3 TfW starts had been secured, representing 1.4% of clients. However as only 52 clients were in the TfW unemployment eligibility bands a more realistic calculation is to express the starts as a percentage of this figure. The resultant 6% is more respectable and seems reasonable, given that some of these 52 were likely to be ineligible on other grounds, such as not being claimant unemployed; and

· A surrogate for partnership working is the sources of referrals. These seem reasonable, with one exception: the lack of any referrals from local training providers, other than Claverhouse itself. This is something that is looked at in greater detail in Chapter 3.
2.23
Overall performance against those implicit and explicit targets, for which information is available from this analysis, seems good in most areas. The main exception is targeting the long term unemployed. Although there are some discrepancies, between the figures provided to SET and those that we have derived from Claverhouse’s records, these are minor. They do, however, mean that the positive outcome rate is 30% rather than the 33% claimed by Claverhouse
.  

Comparative Analysis

2.24
Although the Initiative is unique in Tayside a similar initiative, Joblink, operates in Dunbartonshire. To try to benchmark the Initiative some comparative statistics are shown in Table 2.1
TABLE 2.1
        Comparative Statistics for Joblink and the Initiative
	
	Joblink
	Arbroath Employment and Training Initiative

	Annual project cost
	£157,291
	£80,000

	Total client contacts
	1,124
	216

	Total job entries
	227
	57

	Cost per client contact
	£140
	£370

	Cost per job entry
	£693
	£1,404


2.25
The figures in the Table relating to contacts and entries have to be taken at face value for Joblink as they have been obtained from the project, whilst we have been able to verify those for the Initiative. Accepting this it seems that:-
· The Initiative’s “cost per client contact” is over one and a half times more expensive than Joblink; and

· Its “cost per job entry” was over twice as expensive as Joblink’s.


It needs to be borne in mind that Joblink has a longer track record and that some of the Initiative’s time was taken up with development. However it still seems to be expensive for what was achieved. This issue is addressed again when targets are considered in Chapter 3 (Paragraph 3.26 to 3.28).
2.26
Having looked at performance based on Claverhouse’s records we now turn, in Chapter 3, to look at some of the issues surrounding the development and operations of the Initiative.

3. 
The Issues



Introduction

3.1 The various interviews undertaken resulted in the identification of a number of issues. Many of these were caused, in part, by the way the Initiative was set up. Accordingly this Chapter begins with a brief overview of the Initiative’s development.

 
Initiative’s Development

3.2
The Initiative was to work in partnership with other agencies and providers so that all gained. To initiate this process an open afternoon was held to which all providers were invited. However, rather than this being the start of a developing relationship it initiated the suspicion and antagonism which tended to continue throughout the Initiative’s life. 

3.3
The root of the problem seemed to be that the Initiative, and by implication Claverhouse, were seen as competing, rather than complementing, the existing support and training infrastructure.  For example there were fears that it would divert clients away from providers such as the programme centre that had a contract with   Jobcentre Plus. Generally the view from the agencies and providers was that the Initiative was   a threat and, paradoxically, also unnecessary as the services that it would offer were already being provided within the area. This meant that partnership never really came about and, as is explored in greater detail below, the Initiative tended to operate in isolation from existing provision.

3.4
These unpromising relationships were not helped by the accommodation that the Initiative obtained. This was a small office in the then Small Business Gateway premises in Arbroath. However, apparently the training room, which was needed if group training sessions were to be undertaken, was never provided. This meant that the only support that could be feasibly offered was on a one-to-one basis, even though it was felt that some of the clients’ problems   would have been better dealt with in a group situation. There was also a lack of Information Technology facilities which meant that some types of training and support were difficult to provide.

3.5
It is also felt that the way the Initiative operated caused resentment. It was staffed by 2 training officers with support from   employment liaison officers based in Dundee.   Apparently much of what they did was on an out-reach basis, with staff cold calling employers and identifying vacancies that had not been passed to Jobcentre Plus. They then tried to match these to the characteristics of clients. It was claimed that this caused employers confusion, in that they were unclear where Claverhouse fitted into the existing networks of provision. It also upset Jobcentre Plus who took this as implicit criticism of their work. In part the unrest this caused was responsible for the drawing up of a Partnership Agreement between Claverhouse and Jobcentre Plus (see Paragraph 3.31).

3.6
Having set the context within which the Initiative was set up we will now proceed to look in greater detail at the dimensions of the various issues that arose.

Partnership
3.7
Developing partnerships with other agencies in the Angus area was something that was specified in the contract and was, as has already been commented upon (Paragraph 2.6), something that should have brought mutual benefits, in that all parties would have been helped to attain their targets. Despite this the Initiative has operated, certainly in Arbroath, in a climate of hostility.

3.8
To explain why this has been the case one needs to go back to the start of the Initiative. The background to its development was briefly outlined in Chapters 2 and 3 (Paragraphs 2.3 to 2.11 and 3.2 to 3.6). In retrospect it is now felt that SET did not undertake sufficient consultation with existing agencies before launching it. Although there was internal consultation there is a view that it was parachuted into the area with very limited discussion about why it was needed. This unpromising start was not helped by an apparent reluctance of SET to take the initiative when it became apparent later that there were problems.

3.9
The limited consultation was exacerbated by what some providers feel was the less than satisfactory way in which the contract was let. The invitations to tender were distributed at a time when many people were on holiday, including the SET contract manager. This made it difficult to draw up a satisfactory tender. There then seems to have been a lack of feedback once the tenders were submitted and a decision had been made. All of these factors helped to fuel what can be described as a climate of suspicion, almost verging on paranoia. As interpreted by some interviewees, the Initiative was set up purely as a means of helping Claverhouse over a period of difficult trading. There was no “competition” as such, with the award to Claverhouse being a forgone conclusion. SET’s response to this view is that the contract was   awarded on the basis of the quality of the bid and Claverhouse’s track record.

3.10
This was the very unpromising background against which Claverhouse started work. The initial hostility was added to by a feeling that the services to be provided were duplicating those that were already on offer. For example, it was claimed that Careers Scotland provided support with such things as curriculum vitae preparation on an outreach basis in Jobcentres whilst the existing agencies already worked together very effectively, having developed their own   complementary specialisms. There would, therefore, be no additionality from Claverhouse’s appointment. Indeed were Claverhouse to be successful then this could only be at the expense of existing providers. In partial support of this view Claverhouse’s role as a TfW provider was cited, with claims being made that Claverhouse was using the Initiative to boost its own TfW starts. There was therefore felt to be a conflict of interest between this and the development of any wider partnership role.

3.11
When reviewing the comments made by the interviewees the analogy that springs to mind is one from childhood. The existing providers were in their own playground “gang”. They all knew one another and were happy working together in what could be seen as a non-challenging environment. Claverhouse came along and tried to enter the “gang” and challenged the comfortable status quo. However, its personality was not strong enough to gain entry and it therefore remained on the outside, pursuing its activities in isolation to those of the “gang” which was then confirmed in the correctness of its ways.

3.12
Against this background it is perhaps hardly surprising that, rather than partnership working, what evolved were 2 parallel systems: the existing providers and agencies continued to do what they had always done whilst Claverhouse worked almost independently of them. Some evidence of this can be seen from the lack of referrals from other training providers (other than Claverhouse itself) (Table A2.15). Indeed the common theme emerging from the interviews was almost a total ignorance of what Claverhouse had done. Partly this was said to be due to the staff’s invisibility in the area and the difficulties that had been experienced in contacting them. However, it also reflected, as one interviewee admitted, a failure on the part of the other agencies to be willing to engage with Claverhouse and to make use of such systems as had been set up, such as the Partnership Agreement signed with Jobcentre Plus (Paragraphs 3.31 to 3.38)
3.13
There would therefore seem to have been faults on both sides, although it is hard to avoid concluding that most criticism must be directed at the existing agencies and organisations within the area. Undoubtedly a lack of communication also played a part in the failure to develop partnership.  


Communications

3.14
Paragraph 3.8 identified a lack of communication between SET and existing providers and agencies in Angus during the time that the Initiative was being planned. Once the contract had been awarded a meeting was held with the various bodies at which Claverhouse explained what it was to do and emphasised that it wanted to work in partnership with others to their mutual advantage. The view of some interviewees was that it was apparent at this meeting that some providers did not want to participate. They were only too willing to want to go over old ground relating to the way the contract had been let (as they perceived it) rather than think constructively about the way forward. 

3.15
Claverhouse followed this initial meeting by meeting with providers and agencies individually and also visiting job centres on a regular basis. However, this initial burst of activity seemed to have proved short-lived, at least in the perceptions of many interviewees. There seemed to have been very limited mutual communication. Some providers claimed that they had referred clients to Claverhouse but had received no feedback. Even when formal systems had been set up, as with Jobcentre Plus (see Paragraph 3.31), there were complaints that Claverhouse had not used them. There were also complaints that the staff were rarely in their office and that telephone messages were not returned. 

3.16
To some extent Claverhouse’s response is that staff were out, visiting employers, and therefore were not always readily contactable. However some interviewees felt that the field staff had become demotivated and, especially towards the end of the contract, were “going through the motions” rather than putting much energy and commitment into the Initiative and making partnerships work.  In its turn this may reflect management problems.

3.17
There is also an issue about the provision of information by Claverhouse to SET. The contract specified that Quarterly Reports would be provided and gave a detailed pro forma into which information about each individual was to be entered. This information does not seem to have been provided. Both Claverhouse and SET are at fault: Claverhouse for not meeting the contractual requirements and   SET for not requesting the information in the agreed format.

3.18
SET also committed itself to arranging 2 focus groups of clients during the Initiative’s 12 month life. Neither of these took place.


Management
3.19
If there was management of the Initiative by SET it is best described as being “arms length”.  As has been pointed out (Paragraph 3.8.), there was a failure to consult within Angus before sending out the invitations to tender. Once the contract was let apparently internal reorganisation within SET meant that management responsibility was allocated to someone who had had no prior involvement. There then seems to have been a process of disengagement with the appointed manager apparently wanting little to do with the Initiative. Whilst to some extent this is perhaps understandable, given the animosity that had been caused, SET cannot then absolve itself from responsibility. For example, there were complaints about the quality of the monitoring information supplied by Claverhouse. Yet apparently SET did nothing to resolve the situation. It is also surprising that SET apparently had no involvement in the discussions over the Partnership Agreement that was eventually signed with Jobcentre Plus (Paragraphs 3.31 to 3.38). Had SET been more pro active, for example in trying to bring all of the parties together once the difficulties of joint working became apparent, then some of the problems, especially of partnership working, might have been overcome.

3.20
Claverhouse may also have been less dynamic than it could have been in delivering the contract, especially at the senior level. Once the difficulties of working with others became apparent then senior staff should have brought these to SET’s attention and helped   broker a meeting where the issues could have been addressed. 

3.21
One is left with the impression that having, respectively, funded the contract and won it, after the initial problems emerged, both SET’s and Claverhouse’s management wanted to distance themselves from it. 


Additionality

3.22
Part of SET’s justification for setting up the project was concern about:-

· The overall lack of provision of training facilities in the Angus area (something commented upon in the earlier report on TfW (GEN Consulting, 2003, Training for Work Study - Final Report, Paragraph 2.11));

· Available provision often not meeting the needs of employers;  

· As a consequence, the job entry rate of trainees being poor; and

· A degree of complacency in the area with a lack of dynamism and few signs that providers were pro-active in their approach.

The solution to these problems was to appoint Claverhouse to act as an intermediary between employer and potential employee and provide the latter group with the additional competitive edge that would enable them to gain work.

3.23
There is a difference of opinion about the extent to which the services that Claverhouse offered were additional. On the one side were the existing providers and agencies. They felt that they were already, collectively, offering an effective service. For example Jobcentre Plus worked closely with Careers Scotland who had a member of staff working from its offices proving claimants with a variety of support, whilst Angus College had begun to provide resources for marketing and was more pro active in its approach to employers. It was also said that there was effective partnership working, with mutual referrals and particular providers specialising in certain activities: for example Instep proving literacy and numeracy support.

3.24
On the other side was the view that providers, particularly in Arbroath, were complacent and reluctant to change. They felt that they, and they alone, should provide services in the area and that no external organisation could possibly offer as good a service. Those who identified this complacency felt that the only way to challenge it was to bring in an external organisation. Claverhouse was felt to be a very effective provider who approached its work with energy and commitment and had proved to be successful in working with difficult client groups as well as being pro active in its approach to employers. Those holding this view essentially felt that Claverhouse’s intervention was needed, not so much as it would offer new services, but because it would shake up the existing infrastructure and make it operate more effectively.

3.25
Unfortunately, this does not seem to have happened. After an initial attempt, through a meeting to which all providers were invited, and some follow up one-to-one meetings, Claverhouse seems to have retreated. In the words of various interviewees it “became invisible”, “faded away” and “became demotivated and lost interest”.  

3.26
So was the service that Claverhouse was to offer additional?  It should be no surprise that views on this were by no means unanimous. It is possible to categorise these into 3 groups: the Additionalists, the Marginalists and the Complacentists. The views of each are:-

· The Additionalists   were those who felt that the services offered to the unemployed in the area had not changed to reflect the characteristics of the unemployed. There was too much emphasis upon class room activity and far too little stress upon going out and selling people to employers. Allied to this was a view that employers could be reluctant to use Jobcentre Plus as it paid too little attention to the quality and suitability of those sent for interview. It was also felt that there was a large group of unemployed who did not get the appropriate advice and referrals to specialist agencies that they needed. As such additionality, through the Initiative, came about both by challenging  existing structures and attitudes and by the provision of a more pro-active and out-going service;  
· The Marginalists felt that if the Initiative had worked as planned then there would have been a degree of additionality. This would have come, not through partnership working (which it was argued was already well develop in the area), but through the pro-active approach to be taken to approaching companies and identifying job vacancies. It was felt that this was the “gap” in the current market in the area; and

· Finally the Complacentists were those who did not feel that the Initiative, even if it had worked as planned, would have offered any additionality. This group felt that there was already effective partnership working in the area and all of the services that Claverhouse could offer were already available to clients.

3.27
The interviews with clients and companies (Chapters 4 and 5) look in greater detail at additionality in order to see which one of these, often mutually exclusive views, is borne out by the evidence.


Targets 

3.28
The contract set out a number of targets (Paragraph 2.21). Most of these have been attained, if not exceeded. In retrospect these were not difficult to attain. Indeed Table 2.1 has compared performance against Dunbartonshire’s Joblink and found that the Initiative was considerably more expensive per outcome. These figures also give no indication of the intensity of interaction with clients. Interviews with them (Chapter 5) found that the work undertaken   ranged from virtually nothing, through minimal interventions, such as preparing curriculum vitae, to slightly more intensive, yet still not very onerous, support. No interviews identified the type of intensive systematic support that the contract seemed to imply would be given, having been offered. This is not necessarily to be critical of Claverhouse, given that this type of relatively limited support and encouragement may be all that some clients need to progress into work. However, were this model to be replicated elsewhere within the area then the relatively low-level interventions need to be recognised and reflected in targets. Benchmarking against comparable projects like Joblink would be a way of ensuring that targets were realistic, which would not seem to have been the case with the Initiative.
3.29
There was also a degree of scepticism amongst several interviewees about the extent to which Claverhouse had attained its targets, especially those related to those placed into work. For example one interviewee stated that Claverhouse had “claimed” as an outcome a client who had been found a job by someone else. Such opinions, however, reflect a degree of misunderstanding about the role that Claverhouse was to fill. It was to work with others and help to place their clients into work. As such a degree of double counting was inevitable.  

3.30
There was also a degree of confusion about the client group that Claverhouse was to work with, with one interviewee stating that it was to work with those who had been unemployed for 0 to 6 months. Whilst, as Chapter 2 (Paragraph 2.12) has shown, this group tended to predominate, the contract stated that the focus was to be upon the long-term unemployed. This confusion was not helped by the Partnership Agreement with Jobcentre Plus which restricted Claverhouse to working with a relatively small segment of the unemployed. Surprisingly SET had no involvement in the framing of this Agreement. Such misunderstandings might explain why Claverhouse seems to have had problems accessing those on TfW from other providers (Paragraph 3.12). However, that these misunderstandings have occurred reflects the lack of communication that seems to have characterised the Initiative over its life. These have been most acute with Jobcentre Plus. 


Jobcentre Plus

3.31
Relations with Jobcentre Plus seem to have varied across Angus. As a generalisation they were far better between Claverhouse and the Forfar and Montrose offices than they were with Arbroath. In essence it seems as if the Arbroath office saw the Initiative as a threat whereas the other 2 saw it as offering an additional service, in part as there was limited provision for clients in their areas. Evidence of this can be seen from Appendix 2. For example, although Arbroath accounted for 42% of the area’s claimant unemployed, only 19% of those placed into jobs were referred from the Arbroath benefit office. In contrast Montrose accounted for 36% of claimants but supplied 28% of referrals (see Tables A2.8 and A2.15). It has also been claimed that the location of the Jobcentres might have caused some of these differences. For example the Montrose Centre is very visible and can therefore pick up passing trade, something that is more difficult for the other centres.
3.32
At an official level the Arbroath office was unwilling to let Claverhouse hold surgeries unless it declared any vacancies to it. To some extent this undermined the logic of setting up the Initiative. One of the assumptions underpinning it was that there were “hidden” job vacancies that employers were reluctant to use Jobcentre Plus to fill because of previous less than satisfactory experiences. The employers’ survey found some evidence to back this up, with complaints being made about the quality of applicants referred by Jobcentre Plus
 (Paragraphs 4.4 and 4.6).
3.33
To try to overcome these problems a Partnership (or Intermediate) Agreement was drawn up between Claverhouse and the 3 Jobcentres and formally signed in December 2002. This contained a number of mutual commitments:-

· Jobcentre Plus would refer appropriate clients to Claverhouse. However “appropriate” was defined in what seems to be a limited way. For example only those who fell outwith New Deal or programme centre referral conditions were to be referred; and

· Those referred to Claverhouse would then receive a variety of assistance, including help to complete curricula vitae, job search support. marketing to employers and a job matching service. For all referrals Claverhouse was to provide the appropriate jobcentre with a faxed feedback form. This gave details of the actions taken and support offered, information on any job gained and details of those referred who failed to keep an appointment.

3.34
The Agreement was seen as being mutually beneficial. Claverhouse could claim any clients referred against its targets whilst Jobcentre Plus could also claim job entries. However, for this to happen the system needed to be used and to be monitored. This seems to have been less than effective. Jobcentre interviewees claimed that Claverhouse did not provide the agreed feedback and that some of the information was not always accurate, especially that relating to those placed into a job. Jobcentre Plus, however, accepts that it did not monitor the system as rigorously as it should have done. The system therefore seems to have fallen into disuse, especially in Arbroath and, to a lesser extent,   Forfar. One consequence was that Jobcentre Plus had no way of checking Claverhouse’s claims about job entries as it had no records. It is therefore, perhaps not surprisingly, rather sceptical about accepting the job entry figures at face value.

3.35
What is surprising is that SET, the body funding the Initiative, seems to have played no part in discussions over the Agreement. Given that, to some extent, it goes against both the spirit and the letter of the contract one would have expected it to have been involved. That it was not may reflect the process of disengagement by management that was earlier commented upon (Paragraph 3.17).
3.36
Looking at the Agreement dispassionately it reads as if it is an attempt by the Jobcentres to secure their role in such a way that Claverhouse’s client group is very small. For example Claverhouse was not to market   clients to employers who were involved in Jobcentre Plus initiatives such as New Deal and Work Trials. It was, however, to market Jobcentre programmes to employers. 

3.37
To some extent the problems that were experienced in working with Jobcentre Plus are understandable when one compares the descriptions of the various New Deal options with the services that Claverhouse was to offer. Their close similarities make it understandable why Jobcentre Plus reacted as it did and why it attempted to impose such an apparently restrictive Agreement upon Claverhouse. Once again this would seem to illustrate the problems caused by the initial failure to consult when the Initiative was in its planning stages.

3.38
The nadir in relations was reached with the Arbroath Office in the spring of 2003. Because of lack of feedback from Claverhouse the operational staff took the Initiative off their Labour Market System. The consequence was that it did not appear as an option that could be offered to claimants. However, it was reinstated in the early summer, because of pressure from management. As a consequence 11 referrals were made. Despite this burst of activity, office staff still complained that they received no feedback on what happened to these clients.


Marketing

3.39
Given the problems of partnership working and communications it might be seen as surprising that the Initiative managed to exceed its targets. That it did would seem to reflect the success of its marketing efforts.

3.40
Originally marketing was to some through partnership working with the various agencies and providers in the area. The Agreement with Jobcentre Plus resulted in a specific segment of the client market being referred to the Initiative although, as has been noted above, this was variable in its impact. Marketing through training providers was less effective, no doubt because of fears that   clients might be poached given Claverhouse’s dual role in delivering the Initiative and being a provider itself.   
3.41
Other methods of marketing seemed to be quite effective as Table A2.15 shows. For example:-

· Use was made of jobs fairs at which the Initiative was publicised; 

· Fliers and posters  were distributed and coverage gained in the local press; and
· Word-of-mouth was also quite effective.

All of the above methods seem likely to have been mutually reinforcing. To some extent that they were used is a response to the problems of gaining referrals from other agencies.

3.42
Links with companies seemed to have been developed, either by cold calling or by using existing contacts. However 2 issues seem to emerge here:-

· The extent to which approaches were made to companies. The Chapter 4 survey shows that often those providing jobs had no knowledge of the Initiative or of  Claverhouse (Paragraph 4.8); and

· The use of existing contacts might imply that Claverhouse is being paid twice to produce the same result: once through the Initiative and once through some other programme. This suspicion seems to have some evidence to back it up as with the 2 companies interviewed who stated that they normally used Claverhouse to recruit staff.
3.43
Despite the problems the Initiative faced, marketing seems to have been effective, in part as a result of the Initiative’s staff’s desire to make it work.


Conclusions

3.44
This Chapter has looked at some of the issues that seem to have impacted upon working relationships over the life of the Initiative. The outcome seems to have been the creation of parallel networks to help the unemployed: one made up of the existing providers and agencies; the other the contacts that Claverhouse developed with employers and the unemployed. This is not to say that there were no contacts but those that did take place were often limited and rather grudging, with some exceptions.  
3.45
It might, however, be possible for the Initiative to have been successful in its primary aim (getting more people into work) without necessarily operating in partnership with others. The next 2 Chapters will consider this, starting by looking at the views of the companies who had provided jobs for Claverhouse’s clients.
4.
The Company Interviews

Introduction

4.1
We were provided with details of the 50 employers with whom the Initiative’s clients had obtained work. We undertook a random sample of 10 of these (20%), using a semi-structured telephone interview schedule. Comparing the Sectional distribution of companies with that of the population (Table A2.13) shows a degree of bias. For example:-
· 5 of the 10  (50%) were in manufacturing which made up 26% of the company population;

· 4 were in Wholesale and Retail (40%)  which  made up 18% of the population; and

· 1 was in Business Activities (10%) which accounted for 19% of the population.


However, given the small numbers involved, in both the sample and population, such bias has to be accepted if a random sample is taken.  

4.2
Of the 10 companies:-

· One had a total British workforce of 1,500. Another employed 372. Excluding these the average number of employees was 15; and
· 5 were based in Dundee, 2 in Arbroath and one each in Aberdeen, Coupar and Forfar.

How Companies Filled vacancies
4.3
Table 4.1 looks at how the companies normally filled any job vacancies. It will be seen that:-

· a third used Jobcentre Plus;

· a further third used press advertising;

· The “Other” category was interesting in that 2 respondents stated that they used Claverhouse and one Instep. Using the Internet   and in-store advertising (for a retail vacancy) also figured.

That Jobcentre Plus accounted for a third of the responses is confirmed by other research. What is perhaps surprising is that word-of-mouth is relatively unimportant as this is generally claimed also to account for around a third of vacancies filled.

TABLE 4.1


Usual Methods Used to Fill Job Vacancies1
	Method
	Number
	Percentage

	Jobcentre Plus  
	6
	32

	Press Advertisement
	6
	32

	Angus College
	1
	5

	Agency
	0
	0

	Word of Mouth
	1
	5

	Other (Detail)
	5
	26

	TOTAL
	19
	100


Note:-

1.
Some respondents gave more than one answer.

4.4
Interviewees were asked how effective they found these services to be. There was a mixed response regarding Jobcentre Plus:-

· some participants had good experiences. Comments included:  “we have never had any problems with the Jobcentre” and  “advertising  through the Jobcentre generates a good response”;

· The alternative views was given by one interviewee who said that dealing with the Jobcentre  results in having “a lot of dross put forward”; and

· The mid-way was represented by the interviewee who had had both good and bad experiences.

4.5
There were similar mixed views reported from those who used press advertising. Some had positive responses, making such comments as “press advertising works fine” and “advertising brings the best results”. Others were less complementary with one complaining that a lot of “inappropriate” applicants came forward as a result of press advertising.

4.6
Those who did not use Jobcentre Plus for recruitment were asked why. The 4 responses fell into 2 groups:-

· 2 had used Jobcentres in the past and were unhappy with their experiences as can be seen from such comments as “Jobcentres don’t tend to have appropriate people” and those sent for interview  “didn’t have interest in the position”; and

· The other 2 felt they gained adequate results from their existing recruitment methods and therefore had no need to use the Jobcentres.


How Companies Became Involved With The Initiative
4.7
Table 4.2 looks at how companies became involved with the Initiative. It can be seen that:-
· Word-of-mouth accounted for 25% of the instances; and

· The Initiative pro-actively contacting the company accounted for 17%.

TABLE 4.2

How Companies Became Involved With The Initiative1
	Method
	Number
	Percentage

	Through word of mouth
	3
	25

	Initiative contacted   proactively
	2
	17

	Came across the Initiative  when seeking to fill a vacancy
	1
	8

	Other
	6
	50

	TOTAL
	12
	100


Note:-

1.
Some interviewees gave more than one response.
4.8
However, the most significant finding is seen in the “Other” category. Those in this group claimed to have had no knowledge of the Initiative or Claverhouse or involvement with them.  Comments included ones such as: “the client approached us. We had no involvement with Claverhouse”; and “I can’t recall involvement with Claverhouse” were typical. This reflects the way the Initiative was to operate, with there not necessarily being any direct involvement with companies (Paragraph 1.4). This makes ascribing cause and effect, and the identification of additionality, difficult.

Outcome of Involvement With the Initiative
4.9
Regardless of the extent of involvement with Claverhouse directly there was generally satisfaction with the person recruited to fill the job vacancy, with 7 companies stating that they were able to find a suitable applicant.
 4.10
One of the aims was to place people into sustainable jobs, something that was reflected in the targets (Paragraph 2.21). Of the companies interviewed:-
· 6 stated that the person recruited was no longer employed. The reasons for this were varied and included:-

· heath problems;

· emigration;

· difficulties travelling to work;

· the job being temporary; and

· 2 clients who simply stopped coming to work, one after 2 weeks the other after 2 months.

As far as could be ascertained no one was sacked; and
· 4 were still in work, the longest having had a job for 10 months, the most recent for 2 months, with the average being 6.

 4.11
If these figures are grossed up from the sample to the population of 57 people placed into work, this would imply that 23 would still be in employment an average of 6 months after gaining a job. In absolute terms this meets the target set (Paragraph 2.21).  

Satisfaction With the Service Provided by the Initiative
4.12
Given that relatively few interviewees had any awareness of the Initiative (Paragraph 4.8) asking them how satisfied they were with the service provided elicited many “Don’t know” responses. Of those who were aware of the Initiative and Claverhouse the responses were generally complementary, including such comments as “they get us workers quickly” and  “Claverhouse staff are interested and want to provide appropriate people”.

4.13 
Those who were aware of the Initiative also felt that it had been very beneficial to the client. Comments included: “they were very patient, took applicants to interview and waited for them”; and “I’m sure they help people who want to work”.  
4.14
Regardless of knowledge of the Initiative there was a high level of satisfaction with the person recruited from all interviewees. 
 
Additionality
4.15
To explore the extent to which the Initiative was resulting in additionality in Angus, interviewees were first asked if the person recruited had been for a “hard-to-fill” vacancy. Only one response said that this was the case. The others were filling semi-or unskilled vacancies and made such comments as: “It wasn’t a skilled job”; “There were plenty of applicants”; and “General labouring vacancies are not hard to fill”. 
4.16
Interviewees were then asked if they felt that they could have filled the vacancy without the Initiative. Given the limited knowledge of the Initiative it was not surprising that all said that they could have done so. The main reason for this was that the vacancy was unskilled and there was no difficulty in filling such posts. Usually Jobcentre Plus would have been used to do this.

Conclusions
 4.17
To some extent the company interviews were inconclusive as very few of the interviewees were aware of Claverhouse or the Initiative. Ascribing impacts to the Initiative was made more difficult as some interviewees already made use of Claverhouse to help them recruit staff.
4.18
Leaving aside the issue of additionality, it seems that, on the evidence of the company interviews, the job sustainability target has been met, and exceeded, in absolute, although not in relative, terms. However there is still a 3 month tracking period from the start of October. This may result in the relative target being met.

4.19
Additionality is however important. On the evidence of the company interviews there is limited evidence that the Initiative is resulting in things happening that, but for it, would not take place. This reflects a number of things, in particular:-

· The jobs that were filled being overwhelmingly semi-or unskilled which employers found little difficulty in filling; and

· There being many other ways of recruiting staff that would be used if the Initiative were not there.

4.20
However those who had contact with Claverhouse felt it did an effective job with clients   who were often a long way from being job ready. It may also be the case that, although there may be limited additionality from the employer’s point of view, there may be additionality from the point of view of those placed into work. Accordingly this will now be considered.

5.
The Client Interviews

Introduction
5.1
To complement the company interviews a random sample of 40 (22%) of the 179 clients for whom contact details were available was undertaken. Appendix 3 gives the profile information for the interviewees. A summary is presented here which is cross referenced to the Appendix (prefixed with A3).

Sample Profile Information
5.2
When compared to the client population the sample;

· Under-represented the under 30s (Paragraph A3.2);

· Was identical in the gender split (Paragraph A3.3);

· Over-represented those who lived in Montrose and under-represented those living in Arbroath (Paragraph A3.4); and

· Matched the unemployment duration profile, with two thirds being unemployed for less than 6 months (Paragraph A3.5).

5.3
The main reason that clients had left their last job was because of redundancy. A large number had also been in temporary, often seasonal, work (Paragraph A3.7)
5.4

In terms of qualifications (Paragraph A3.8):-

· A third had Standard or O levels;  

· 18% had no formal qualifications; and
· A number had trade related qualifications.

5.5
Overall, although there are biases in the sample, we feel that it is a reasonably good representation of the population. However, where an element of bias might have affected the results, this is commented upon below,

How Clients Came in Contact With the Initiative
5.6
The sample was asked how it first heard about the Initiative. The results are shown in Table 5.1. It can be seen that:-

· The most common way of learning about Claverhouse’s services was through Jobcentre Plus. Claverhouse were seen as an integrated service of the Jobcentre.  This was reinforced by the presence of a Claverhouse member of staff in some of the Jobcentres one day a week. To a large extent this finding may reflect the over-representation of clients living in Montrose, as relationships between the Initiative and the Montrose Jobcentre were generally very good (Paragraph 3. 31);

· Word-of-mouth was the next most mentioned method; and

· The Arbroath Ahead Show was mentioned by 4 interviewees and seemed to have attracted those who would not go to a Jobcentre.

5.7
No one had heard about the Initiative through a training provider. This tends to reinforce the earlier comments about the failure to develop   any partnership working with them (Paragraphs 3.7 to 3.13).

 TABLE 5.1

 How Clients Came in Contact With Claverhouse 
	Method
	Number
	Percentage

	Jobcentre  Plus
	27
	68

	Word of Mouth
	6
	15

	Jobs Fair
	4
	10

	Press/advertisement
	2
	5

	Other  
	1
	2

	TOTAL
	40
	100


 
Reasons for Involvement

5.8
Once clients had come into contact with the Initiative they became involved with it for 2 main reasons:-

· It was felt that the services offered would be of use to them, for example they needed a curriculum vitae or help with interview techniques; and

· Because it was not the Jobcentre. When this response was unpicked a number of dimensions emerged. For example:-

· It was felt that the jobs on offer at the Jobcentre were low skilled and low paid. It was hoped that Claverhouse might be able to offer something better; and

· Jobcentres were felt not to very supportive whereas Claverhouse had friendly staff who seemed to want to help.  

Contact with Claverhouse and Support Received
5.9
The amount and intensity of contact with Claverhouse varied. At one extreme some clients had simply registered and had no further contact. Table 5.2 looks at the amount of contact claimed, a contact being defined as either face-to-face, a telephone call or email.
TABLE 5.2          Amount of contact with Claverhouse
	Amount of Contact
	Number
	Percentage

	Once
	17
	43

	More than Once
	23
	57

	TOTAL
	40
	100


 5.10
It can be seen that the level of contact for over a third of interviewees was minimal. However it might be that this was all that was needed, for example advice on preparing curriculum vitae. What was clear was that there was no evidence of any intensive long term support, as to some extent was implied in the contract. Interviewees felt that the level of contact was dependent on the Claverhouse member of staff, with certain members being felt to keep in contact more than others.

 5.10
Table 5.3 looks at the support received through the Initiative. It can be seen that:-
· The majority of interviewees had received help with curriculum vitae preparation. It was often the case that this was drawn up from scratch after the client had either related, or written down, their background and work experience.  At other times it was merely updated, corrected or reformatted. It was then forwarded to the client so that they had a copy that could be used when   applying for jobs;

· The assistance from Claverhouse was seen as coming as a package, for example confidence building, general advice and curriculum vitae. preparation.  It was often the case that by just sitting down and talking to    someone   about their particular situation provided the support needed.  This was something   that the Jobcentres were  felt not to offer;  and

· 4 respondents claimed that they had no contact with Claverhouse, which might cause questions to be asked about the accuracy of the records.
TABLE 5.3


Support Received Through the Initiative1  
	Type of Support
	Number
	Percentage

	Help with job search, for example curriculum vitae   preparation
	26
	43

	General support and advice
	15
	25

	Confidence building
	10
	16

	Job placement/experience
	2
	3

	Other  
	8
	13

	TOTAL
	61
	100


Note:-

1.
Some respondents received more than one type of support.
2.
The “Other” category included such things as the provision of stationery, stamps and internet access. There were also 4 respondents who claimed they had received no support.

Claverhouse’s Impact

5.11
Interviewees were asked what they saw as the benefits of interaction with Claverhouse. The results are shown in Table 5.4.  The main findings were that:-

· 50% of clients felt that that they had gained nothing from the support   received from Claverhouse. Often they had had one meeting and then no further contact. However this may underestimate Claverhouse’s impact as those who did not get a job may feel that they gained nothing from their involvement, in part as their expectations may have been unduly raised. It may be that later benefits, such as increased confidence, will have an eventual impact;

· A number of responses highlighted increases in confidence and motivation, which again may pay later dividends; and
· It was recognised by some that assistance with a curriculum vitae did help them get a job. The older age groups, in particular, had never had one. This has put   them off applying for jobs requiring one. Given this, Claverhouse did help considerably.   
TABLE 5.4 

      Benefits from Claverhouse’s Assistance1
	Benefit
	Number
	Percentage

	None
	20
	37

	Increased my confidence
	12
	23

	Increased my motivation
	11
	21

	Helped me get a job
	7
	13

	Helped me get a placement/work experience
	1
	2

	Provided me with transferable skills
	1
	2

	Clarified my job aspirations
	1
	2

	TOTAL
	53
	100


Note:-

1.
Some respondents gave more than one answer. 
5.12
Perhaps the most worrying finding from Table 5.4 is that only 7 clients felt that Claverhouse helped them to get a job. This may reflect a variety of factors, for example:-

· Some clients only registered and then  found  work through their own methods; and

· Others   may   be unwilling to recognise Claverhouse’s role.  
5.13
To explore this further those in the sample that Claverhouse claimed as job entries were looked at separately. Of the 11 interviewees falling into this category only 4 felt that Claverhouse had been instrumental in getting them into work.


Interviewees’ Current Employment Status

5.14
Table 5.5 looks at the current employment status of the interviewees. Despite the fact that Table 5.4 showed that only 7 claimed that Claverhouse helped them to get a job, almost two thirds were employed. Of these 90% were working full-time. Given that all were unemployed before their interaction with Claverhouse this seems a remarkable result. This is even more so when the 6 who were on an education or training course are added to this positive outcomes total.
TABLE 5.5

Current Employment Status of Interviewees
	Status
	Number
	Percentage

	Working  
	25
	63

	On an education/training course  
	6
	15

	Unemployed and claiming benefit    
	6
	15

	Permanently sick  
	2
	5

	Unemployed and not claiming benefit    
	1
	2

	TOTAL
 
	40
	100


5.15
Those who were in work were asked if their pay had increased when compared to their last job. There was little or no difference. The service that Claverhouse offers does not increase or enhance the clients’ skills: they are helped to get work. Accordingly if someone has previously been in low paid, unskilled work, support through the Initiative seems unlikely to change this.   

5.16
Interviewees were asked if involvement with the Initiative had changed their job aspirations. The response was largely negative. This reflects the type of services provided. The Initiative does not claim to radically change the person or their expectations.  It offers a certain amount of encouragement whilst the main service, curriculum vitae preparation, takes that person’s attributes and experiences and presents them in an employer friendly way.   
 5.17
When compared to the results from Claverhouse’s monitoring (Paragraph 2.20), which claimed to have placed 65 (30%) of its 216 clients into work, the survey results presented here are remarkable. If they are grossed up to the total number of clients this would imply that 136 are in work, 32 on an education or training course and only 49 are not in work. Part of the discrepancy between the figures may be due to the different times at which the data was collected. It may also reflect Claverhouse’s monitoring systems. Many interviewees had had limited contact with the Initiative. It may therefore be that a far greater number actually get employment than the Initiative’s records show. 
5.18
However, it would seem that many of those getting work use the existing infrastructure, rather than being specifically assisted by the Initiative. That they do, may reflect the nature of the segment of the labour market they are finding work in. Many of the jobs may be temporary (Paragraph A3.7). It could therefore be that the clients that the Initiative was dealing with were those whose working lives tended to be rather volatile. They moved from one temporary job to another, interspersed with periods of unemployment. As such the Initiative might not be picking up those who find it difficult to get work, the long term unemployed. The statistics on the length of time the clients had been out of work (Paragraph A2.7) backs this up. It is also the case that the Partnership agreement with Jobcentre Plus has forced the Initiative to deal with this group, rather than the long term unemployed (Paragraph 3.33).
 
The Initiative’s Strengths and Weaknesses
5.19
Interviewees were asked what they saw as the Initiative’s main strengths. The staff emerged as the strongest asset, being said to be accessible, helpful and understanding. This was followed by the amount of contact. Worryingly 40% of responses were unable to identify a strength. This would seem to reflect the failure to have much involvement with the Initiative. There does, therefore   tend to be a marked degree of polarisation between those who have a large amount of contact and an almost equal number who have very little.

TABLE 5.6

Strengths of the Claverhouse Service1
	Strengths
	Number
	Percentage

	Helpful/understanding staff
	23
	51

	Amount of contact
	4
	9

	Don’t Know / not in position to say
	18
	40

	TOTAL
	45
	100



 Note:-

1.
Some respondents gave more than one answer. 
5.20
The patterns commented on in the previous Paragraph are repeated when the identified weaknesses are considered in Table 5.7. Lack of contact, allied to poor marketing and insufficient presence in Arbroath are all commented upon. Clients felt    that once they were registered they were forgotten about. Even if a suitable job opportunity had not come up many felt that   it would still be beneficial to gain an update on the job market. Lack of marketing related to a need to clarify exactly what the Initiative was offering, and how this differed from the services provided by others, especially Jobcentre Plus. 

5.21
However, once again a significant number of respondents were unable to identify weaknesses. This is felt to reflect the limited contact that a substantial number of clients have with the Initiative.
TABLE 5.7

Weaknesses of the Claverhouse Service
	Weaknesses
	Number
	Percentage

	Not enough contact
	6
	15

	Lack of marketing
	3
	8

	Not enough presence at Arbroath
	3
	8

	Didn’t get me a job
	1
	3

	Don’t Know / not in position to say
	25
	61

	Other
	2
	5

	TOTAL
	40
	100


5.22
Finally, interviewees were asked about support from other agencies and of how it compared.  Almost all (95%)   had used Jobcentre Plus, mainly as this was where one “signed on”. Those who had had a reasonable amount of contact with Claverhouse were keen to give their opinion on how the 2 compared. The results are shown in Table 5.8.

5.23
It can be seen that 27 interviewees gave an opinion. About a quarter felt that the 2 were very similar. However 55% felt that the services provided by Jobcentre Plus were “worse” or “Far Worse” than those provided by Claverhouse.   Overall, it was felt that Claverhouse was “better” because, unlike Jobcentre Plus, the client received an intensive, one-to-one service, rather than being given a list of vacancies and being left to their own devices. It was also felt that Claverhouse had more time for clients and the time   spent with the client was really aimed at helping them and not just added to job statistics. In summary the view was that Jobcentre wanted to get you into a job (any job), whereas Claverhouse was interested in your career.
TABLE 5.8

Ranking of Jobcentre Plus against Claverhouse
	Ranking  
	Number1
	Percentage

	
	
	

	Much better
	1
	4

	
	
	

	Better
	4
	15

	
	
	

	The same
	7
	26

	
	
	

	Worse
	13
	48

	
	
	

	Much worse
	2
	7

	
	
	

	TOTAL
	27
	100


Note:-

1.
Thirteen respondents were unable to give an opinion. They have been excluded from the Table.

Conclusions
5.24
Analysis of the client interviews enables a number of conclusions to be drawn about the Initiative and its impact. On the positive side:-
· A number of respondents felt that it provided a better, more personal, service than Jobcentre Plus;
· It was providing some services to clients who were unlikely to use Jobcentres;
· The support it offered resulted in clients’ confidence and motivation increasing;

· Although some of the services it provided, for example preparing curriculum vitae, may seem rather mundane they were highly valued by clients; and
· Some clients felt that the Initiative’s support had been instrumental in them gaining employment.

5.25
Set against these positive factors are the following:-

· A substantial proportion of clients had had very limited contact with the Initiative with some claiming to have received no support at all;

· Many of those who had got jobs did not ascribe this to the Initiative’s support;  
· It may be that, with many of its clients, the Initiative was pushing at an open door as they had been unemployed for short periods of time and were likely to have gain a job whatever, given the segments of the labour market  they were looking for work in;
· The clients were not the hard core unemployed; and
· Even some of those that the Initiative had claimed as job entries did not ascribe this to Claverhouse’s intervention.

5.26
Despite some interviewees’ views on the Initiative’s support to help them get work a large proportion were employed, far more than were indicated in the Initiative’s records. This may imply that the records are deficient. The limited contact that some claimed to have   with the Initiative seems to reinforce this. 

5.27
The large number in work would also seem to imply that a substantial proportion of the group being targeted would gain work even without the Initiative. They are mainly the short term unemployed. However the Initiative has been precluded from working with those who have been out of work longer by such things as the Agreement with Jobcentre Plus.

5.28
In the light of these conclusions is there any evidence that the Initiative is having any additional impact? Our conclusion is that it is having a marginal impact. It   provides a more personal and tailored service than does Jobcentre Plus and helps some clients get into work. Others increase their levels of confidence and motivation. Whilst there may be a tendency to downplay the significance of support received in getting a job we feel that only a relatively small proportion of those who gain work gain this because of the Initiative’s support.
6.
Conclusions 

Introduction

6.1
The way the Initiative was to operate meant that it should have been a “win-win” situation for all concerned. The contract meant that, were Claverhouse to attain its targets, then others would also have been helped to attain theirs.  Yet despite this, the Initiative seems to have been dogged with problems. This Chapter will analyse the nature of these by addressing the specific questions that were raised in the Evaluation brief, drawing on the analysis in the earlier Chapters. 

Additionality

6.2
One of the key questions that SET wanted to be explored was the extent to which the Initiative was additional, that is it was resulting in things happening that, but for SET’s financial support, would not have taken place. Additionality will be considered here in 2 main ways: in terms of the impact upon those providing the jobs, the employers; and upon those who have been found jobs, the clients.

6.3
In terms of the employers, additionality seems limited. None of the employers surveyed felt that there would be any problems in filling job vacancies in the Initiative’s absence. This largely reflected the type of jobs that were being filled. These were semi- or unskilled,   for which there were many applicants. There was no evidence of “hidden” job vacancies being found. Whilst some employers did not make use of Jobcentre Plus they did use other methods of recruitment, for example newspaper advertisements. 
6.4
Where there might be some evidence of additionality is in the support that the Initiative gave to clients, for example even going so far as to take one to interview. This care might be responsible for a high level of satisfaction with the person recruited. However, it is impossible to be categorical about this as very few of the employers surveyed were aware of either the Initiative or Claverhouse’s role in it.
6.5
The extent of additionality is also undermined by the fact that some employers already made use of Claverhouse to recruit staff. There is a degree of inevitability about this, given Claverhouse’s involvement with employers in Tayside. However, not only does it appear  as if Claverhouse  might, at times, be being paid twice for working with the same client but it also seems likely that some   of these clients would be placed in similar, or the same, jobs even without the intervention of the Initiative. 

6.6
On balance we therefore feel that there is limited evidence of additionality in terms of the Initiative’s interactions with employers.

6.7
In terms of working with the unemployed, the clients, our conclusion is similar. The amount of contact that some had with Claverhouse means that support was minimal. Although some felt that the Initiative did help them get work they were relatively few. In part the limited client additionality reflects the client group being worked with: most had been unemployed for short periods and would have been expected to have found work even without the Initiative’s intervention.

6.8
Overall then we judge additionality to have been marginal. This reflects:-

· The client group being the short term unemployed;

· The range of  agencies and projects working with the unemployed  and often providing very similar services; and

· Claverhouse being already involved with some of the companies so that there is a degree of service duplication.


Project Management
6. 9
As Chapter 3 found, there have been a number of problems with project management. In particular:-

· We feel that SET should have played a far more active management role, especially when it became clear that the type of partnership working that had originally been envisaged was not going to occur. Given that it funded some of the providers who were reluctant to work with Claverhouse, it might have been able to resolve things once the difficulties emerged. It should also have been a party to the discussions with Jobcentre Plus prior to the Partnership Agreement being signed. That one of its contractors entered into an agreement with a third party without SET’s involvement seems, at the very least, strange if not illegal. It should also have taken a more effective role over the life of the Initiative, meeting with Claverhouse to discuss progress and emerging issues and taking action to try to resolve these as necessary; and

· Once the problems of partnership working emerged, senior management in Claverhouse should have become involved in an attempt to resolve the situation. This might simply have meant bringing the problems to the attention of SET.

6. 10
As it was, it seems that once the contract had been awarded, and the problems emerged, neither the contractor nor the contractee did much to resolve them. The response of Claverhouse’s staff on the ground seems to have been to get on with the job and effectively create a parallel system to that of the other providers. Whilst this may be a commendable approach to a difficult situation, it might have been a less than efficient use of resources. It might also have enabled senior SET and Claverhouse managers to avoid having to take action.


Marketing

6.11
Marketing seems to have been effective if only in so far as the targets   have been exceeded. However, it might have been more effective, and there might have been more synergy and mutual benefits, if there had been more referrals, particularly through training providers. That there wasn’t reflects the problems experienced with partnership working.

Partnership Working
6. 12
The thread that permeates many of the Issues identified in Chapter 3 is partnership working, or more accurately the lack of much evidence of this. In the eyes of some interviewees this started with the failure of SET to consult with existing providers and agencies when the Initiative was being planned. The process whereby the contract was decided exacerbated these problems in some people’s eyes as did its award to Claverhouse. Some interviewees were firmly of the opinion that the award had been little more than an attempt to assist Claverhouse at a time when it was experiencing problems in Dundee.

6.13
This unpromising start was made worse by the view taken by most of the agencies and providers in Angus that the services that Claverhouse was to offer were directly duplicating those that already existed. That Claverhouse was also a TfW provider added to the suspicions of some that Claverhouse wanted to use the Initiative to boost its TfW starts and had little intention, therefore, of working in partnership.
6.14
It becomes immaterial if these opinions and claims have any basis in fact. Those holding them believe them and they, therefore, condition their responses.  In the case of the Initiative the response was a reluctance to refer clients to Claverhouse. Claverhouse’s response seems to have been to go it alone. This then exacerbated the situation with claims being made that it was impossible to contact staff. The outcome was that there was limited evidence of partnership working, certainly with other training providers.

6.15
Partnership working with Jobcentre Plus was more complicated.  It seems to have been felt that the Initiative was directly duplicating the services that Jobcentre Plus provided through programmes such as New Deal and the programme centres.  As Claverhouse was not an Angus Jobcentre Plus contractor, as was the case in Dundee, it was felt necessary to put the relationship on a formal footing. Accordingly a Partnership Agreement was drawn up which included commitments by both parties, in particular specifying the Initiative’s target client group. 
6.16
The effectiveness of this Agreement was variable. It seemed to have worked well in Montrose, to a certain extent in Forfar and less well in Arbroath. The reasons for this might simply reflect the personalities in these areas. However there is also a view that both parties were not as effective as they should have been in providing information to one another.
6.17
Overall then it seems as if partnership working has been less than effective. Indeed it is doubtful if the Initiative can be characterised as a partnership, more    an isolated initiative which operated with limited links to other agencies and organisations.


Networking and Communication
6.18
Given what has been said earlier about Management and Partnership working, it follows that networking and communications has been relatively ineffective. 

6.19
Initially Claverhouse did make attempts to communicate and explain to other agencies and providers what it was going to do, both collectively and on a one-to-one basis. The hostile reception that these attempts met with seemed to have resulted in Claverhouse deciding to work almost in isolation from other providers. Even when formal communications systems had been established, as with Jobcentre Plus, these were not always very effective.
6.20
Responsibility for this situation sees to be shared. Claverhouse could have persevered with its attempts to develop networks and should have made itself more accessible, for example by returning telephone calls and providing both formal and informal feedback to other agencies. Senior management could also have brought the situation to SET’s attention and attempted to arrange a meeting to resolve issues. SET could have taken action rather than seemingly distance itself. The various agencies and providers could also have been less hostile, especially if it had been explained to them that they stood to gain through Claverhouse’s involvement. That this did not happen goes back to the setting up of the Initiative, when too little attention seems to have been paid to consultation to bring the various players on board. Much of the blame for this must lie with SET.  

Duplication with Existing Activities
6.21
Some of the difficulties with Partnership and Communications are based on the views of interviewees that the Initiative was offering little that was not already available within the area. As such there was considerable duplication and overlap with existing services.

6.22
Chapter 3 outlined 3 views upon additionality:-

· The Additionalists who felt that there was a need for a more pro active service in the area;
· The Marginalists who felt that the Initiative offered  a degree of additionality, especially through the pro active approach it took to approaching companies; and

· The Complacentists who felt that there was no additionality as there was already effective partnership working and all of the services offered by the Initiative were already in place.

6.23
Comparing what the Initiative offered with services provided by other bodies shows there to be considerable similarities. However, on balance, we would side with the Marginalists. Where the Initiative provides an additional edge is through its pro active approach. There was evidence that it had approached employers to identify vacancies for its clients and there is also evidence that it is far more pro active with clients than other agencies. For example, it contacts clients when it has identified a suitable vacancy and makes efforts to match the client to the job to the benefit of both the employer and the employee.  

Target Attainment
6.24
Chapter 2 looked at target attainment. Although it is repetitive, the conclusions will be repeated here.  Of the explicit targets in the contract:-

· The target number of clients was exceeded by over 100%;

· The target for the number of these who were Arbroath residents was exceeded, although by only 17%. In relative terms it was not attained;

· As 57 clients entered employment the absolute number (40) was exceeded. However in relative terms the target was not met (26% as against a target of 40%); and

· In terms of job sustainability, when the employers’ survey results were grossed up we estimated that 23 (40%) of those placed into employment would still have these jobs 6 months later. This meets the absolute target set (20 clients) but not the relative one (50%). 
6.25
In terms of the implied targets:-

· Well over half of the clients, and three quarters of those placed into work, had been unemployed for less than 6 months. Given that the contract stated that the client group was to be primarily the (undefined) long term unemployed arguably this implied target has not been met. However, in part, this may reflect difficulties in accessing TfW trainees and the Jobcentre Plus Partnership Agreement which restricted the types of claimants that could be referred to the Initiative; and

· As has already been highlighted above, it is doubtful if it can be claimed that there was much partnership working, although this is by no means solely the fault of Claverhouse.

6.26
In conclusion, we feel that the targets have largely been attained, although they, and the attainments, were not very onerous. Certainly when compared to Joblink in Dunbartonshire the Initiative looks to have been expensive and to have had targets that were easily attained. 

Monitoring Data
6.27
SET had concerns about the quality of the Initiative’s monitoring data. We were provided with information about the clients and the companies with whom some had been employed.
6.28
Accepting that the nature of the Initiative means that some companies may have had no direct contact with the Claverhouse, we feel that the records kept by Claverhouse are good. The exceptions related to:-

· The recording of information about ill health; and

· Information about the intensity of interaction with the client.

6.29
There are however concerns that monitoring, as detailed in the contract, was not carried out, with information not being provided to SET in the agreed format. Nor was either of the 2 agreed focus groups   held.  

The Lessons Learnt
6.30
Leaving aside any discussion of the Initiative’s effectiveness what can be learnt   from the experiences in Angus?

6.31
The following seem to be the key factors in terms of project planning and management:-

· When planning to set up a new project that, at least superficially, seems to have similar objectives and to be targeting a similar client group to existing schemes there needs to be consultation (or at the very least information exchanged) at the early planning stages with those running these schemes. This might avoid later conflicts and antagonism;

· Careful thought needs to be given as to how to avoid any  real or perceived conflicts of interest if the organisation running a project is also involved in delivering complementary initiatives; 
· Targets need to be set. However these need to be challenging. Whilst it is difficult to devise targets for new  projects, attempts should be made to identify similar ones operating elsewhere and draw on their experiences to formulate initial targets;

· Targets should be reviewed and modified if seems they are either too onerous or too easy;

· The agency funding any new project needs to try to ensure management continuity so that those responsible for planning the project have either:-

· some involvement in its implementation; or

· contact with those responsible for implementation so that they are aware of the project’s justification and objectives; and
· Agencies setting up and funding projects need to be pro active in their management. For example, if they are unhappy about the quality of monitoring information being supplied then this needs to be taken up as soon as possible with the contractor.
6.32
In terms of project delivery the lessons seem to be that:-

· Consideration should be given to setting up a steering group to oversee projects that, locally, might be contentious. This needs to meet regularly (perhaps monthly for a 12 month contract). Members need to be draw from all of the partner organisations whose co-operation will be necessary for the project’s success: for example the other providers within Angus and Jobcentre Plus. This would offer an opportunity for concerns to be aired (and rebutted if necessary) and issues to be resolved. For example, had such a group been set up then the concerns that interviewees had about contacting Claverhouse could have been resolved rather than being left to fester. Such a group would also be a way of encouraging others to “buy-in” to the project; and
· If it seems as if partnership with some agencies needs to be placed on a formal basis then consideration should be given to drawing up some form of agreement which clearly outlines the commitments of both parties. This agreement then needs to be monitored, ideally through the regular steering group meetings. Such an agreement also needs to conform to the spirit and letter of the project’s aims. 


Recommendations

6.33
When the Evaluation brief was originally distributed it was the intention that the work would be completed before the end of September. This would have allowed a decision to be reached about the Initiative’s continuity. In the event the Initiative has now ended so this requirement is no longer relevant. However had it been, we would have not recommended that the Initiative continue in its present form as, amongst other things, it does not seem to represent good value for money. 

6.34
Were it to continue we would have recommended that:-

· The targets be increased four fold;

·  Both SET and Claverhouse implement the agreed monitoring systems;

· Discussions be held with Jobcentre Plus with a view to the Initiative  concentrating more of its efforts on trying to get the long term, rather than the short term, unemployed into work;

· A project Steering Group be set up to oversee the Initiative and receive monitoring information;

· The membership of this Group be drawn from SET, local training providers, the voluntary sector and agencies such as Jobcentre Plus;

· The monitoring information collected be supplemented by recording details of referrals and the intensity of contacts with clients; and
· A more rigorous follow-up of clients be undertaken to identify all of the outcomes.
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Appendix 2

Analysis of Client Records  

Introduction

A2.1
Records were obtained for 213 of the 216 clients. Of these:-

· 16 (8%) were registered at various jobs fairs. However the registration  form used is not as comprehensive as that used to register people for the main programme; and

· 197 (92%) were registered elsewhere, for example in a jobcentre or at Claverhouse’s Arbroath base. They use the TfW   “Start Notification” form which asks for fuller personal details. Each client also has a personal Action Plan which reviews progress and job aspirations and then summarises the action that has been agreed upon (for example help with preparing a curriculum vita or filling in application forms).
A2.2
Given the different information contained in the 2 record forms, some of the Tables below are based upon all 213 records, whilst others are based on 197 only. This is noted at the foot of each Table.

Client Profile

A2.3
Of the 213 clients:-

· 141 (66%) were male; and

· 72 (34%) were female.

Proportionally more females were recruited at the job fairs (56% as against 32%). However the small numbers involved mean that it is probably unwise to read too much into this.

A2.4
As of September 2003 males made up 72% of the claimant unemployed in the areas of the 3 benefit offices within Angus (Arbroath, Forfar and Montrose). Females   therefore seem to be over-represented in the client profile. However as not all of the female clients are claimant unemployed, any over-representation is probably insignificant (see Table A2.5)

A2.5
Table A2.1 looks at the ages of clients. It can be seen that:-

· over a third (34%)  are 25 or under; and

· The over 50s account for 15% of registrations.


Overall there seems to be a good spread of clients across the age ranges, with all group, with the possible exception of the over 60s, being represented.
TABLE A2.1


The Ages of Clients
	Age band
	Numbers
	 Percentage

	16-20
	  35
	16

	21-25
	  39
	18

	26-30
	  23
	11

	31-35
	  25
	12

	36-40
	  20
	 9

	41-45
	  21
	10

	46-50
	  19
	 9

	51-55
	  18
	 8

	56-60
	  12
	 6

	61-65
	    1
	 1

	TOTAL
	213 
	100


N= 213
A2.6
As Table A2.5 shows, a significant proportion of clients are claiming Job Seekers Allowance. Accordingly Table A2.2 compares the ages of clients with the ages of claimants in the 3 benefit office combined areas, the Initiative’s main target area. The ratio in the final column shows the extent of over- or under-representation of a particular age group in the client profile.   It will be seen that the age breakdown is, remarkably, almost identical. There is therefore no reason to think that the Initiative’s client base is biased in any way.
TABLE A2.2
Comparisons of the Age Profile of the Initiative’s Clients with Those 




of the Claimant Unemployed

	Age band
	 Percentage of clients in the indicated band (A)1
	 Percentage of claimants in the indicated band (B)2
	Ratio of Column A to B3

	16-20
	   16
	 13
	1.2

	21-25
	   18
	17
	1.1

	26-30
	  11
	12
	0.9

	31-35
	  12
	11
	1.1

	36-40
	   9
	 9
	1.0

	41-45
	   10
	10
	1.0

	46-50
	    9
	 8
	1.1

	51-55
	    8
	 10
	0.8

	56-60
	   6
	 9
	0.7

	61-65
	    1
	 1
	1.0

	TOTAL
	 100
	100
	1.0


Notes:-

1.
These percentages come from Table 2.1 and related to the 213 clients.
2.
These percentages are the percentages of Job Seekers Allowance claimants at September 2003 in the 3 benefit office areas of Arbroath, Forfar and Montrose. There were a total of 1,858 claimants at this date. 

3.
A ratio of 1 indicates that the percentages in a row are identical. More than 1 indicates an over-representation of the age group in the client profile, less than 1 an under-representation.
A2.7
Table A2.3 looks at the length of time that the Initiative’s clients had been unemployed, albeit that not all of these may have been unemployed and receiving Job Seekers Allowance (see Table A2.5). It will be seen that:-
· Almost two thirds of clients had been unemployed for less than 6 months;

· The long term unemployed (more than 12 months) accounted for 16% of clients.

Given the large numbers of clients who have been unemployed for relatively short periods of time this may partially explain the Initiative’s success in getting clients into work, given that this group is generally well motivated. However, in saying this, it is not intended to detract from the Initiative’s apparent success.

TABLE A2.3 


Lengths of Time Unemployed
	Months Unemployed
	 Numbers
	Percentage

	Less than 6
	130
	  61

	7 to 12
	  38
	  18

	13 to 17
	  14
	    7

	18 to 23
	    3
	    1

	24 to 35
	    7
	    3

	More than 36
	  11
	    5

	Not Given
	  10
	    5

	TOTAL
	213
	100


N = 213

A2.8
Table A2.4 compares unemployment duration for the clients with the durations for all claimants in the combined benefit office areas. Once again there are close similarities between the percentages. The main deviation is in the long term unemployed, especially those who have been out-of-work for more than 2 years. The Initiative is dealing with proportionally more of this group. Whilst this is commendable, it does need to be remembered that the absolute numbers are small.
TABLE A2.4 Comparison of Unemployment Durations for the Initiative’s Clients 



With Those of the Claimant Unemployed
	Months Unemployed
	Percentage of clients in the indicated band (A)1 
	Percentage of claimants in the indicated band (B)2 
	Ratio of Column A to B3

	Less than 6
	   61
	  70
	0.9

	7 to 12
	   18
	  16
	1.1

	13 to 17
	     7
	    7
	1.0

	18 to 23
	     1
	   3
	0.3

	24 to 35
	     3
	    1
	3.0

	More than 36
	     5
	   3
	1.7

	TOTAL
	 100
	100
	1.0


 Notes:-

1.
These percentages come from Table 2.3 and related to 203 clients, those for whom no unemployment duration was given having been removed when calculating the percentages.
2.
These percentages are the percentages of Job Seekers Allowance claimants at September 2003 in the 3 benefit office areas of Arbroath, Forfar and Montrose. There were a total of 1,858 claimants at this date. 
3.
A ratio of 1 indicates that the percentages in a row are identical. More than 1 indicates an over-representation of the age group in the client profile, less than 1 an under-representation.

A2.9
Table A2.5 looks at the benefits received by the Initiative’s clients. It can be seen that:-

· The vast majority were receiving Job Seekers Allowance;

· The next largest category was those who were receiving no benefits. Many of these were school leavers who were not eligible to received benefit.  This category also included   women returners, who again were not benefit eligible. This no doubt explains the apparent bias in client numbers towards women, commented upon in Paragraph A2.4;
· Those on income support account for 4% of clients; and

· Incapacity benefit recipients account for 3%.


It is therefore clear that the main focus of the Initiative is upon the claimant unemployed, rather than those who are economically inactive and want to enter the labour market or those who are coming off some other form of non-work related benefit.  
TABLE A2.5


Benefits Received by Clients
	Benefit
	Numbers 
	Percentage

	Job Seekers Allowance
	156
	 79

	Income Support
	    7
	   4

	Incapacity Benefit
	    6
	   3

	Skillseekers
	    3
	   2

	Other1
	    4
	   2

	None2
	  21
	  10

	TOTAL
	197
	100


Note:-

1.
Other includes Family Tax Credit and New Deal for Lone Parents.
2.
Those receiving no benefit were generally school leavers and women returners who were not eligible for a work related benefit.  

A2.10
One of the Initiative’s targets (Paragraph 2.21) was that 60 of the 100 clients were to be Arbroath residents. Table A2.6 looks at where the 213 clients live. It can be seen that:-
· Just over a third of clients were from Arbroath (70), thereby meeting the Initiative’s target, if not in relative, certainly in absolute terms. That more clients have not come from Arbroath may reflect the problems of partnership working that were experienced in the town,   something that is dealt with in greater detail in Chapter 3;

· Montrose accounted for a quarter of clients;

· Forfar, Carnoustie and Brechin each accounted for around a tenth; and

· A large number of small, mainly rural, settlements made up the balance.
TABLE A2.6


Clients’ Home Addresses



	Town
	Numbers
	Percentage

	Arbroath
	70
	34

	Montrose
	54
	25

	Forfar
	22
	10

	Carnoustie
	19
	9

	Brechin
	18
	 9

	Kirriemuir
	 6
	 3

	Monifieth
	 6
	 3

	St. Cyrus
	 3
	 1

	Letham
	 3
	 1

	Gourdon
	 3
	 1`

	Fettercairn
	 2
	 1

	Laurencekirk
	 2
	 1

	Other1
	 5
	 2

	TOTAL
	213
	100


Note:-

1.
“Other” includes Edzell, Craigo, Froickheim and Duntrune. 
A2.11
Table A2.7 looks at the location of the 213 clients’ local benefits offices. Arbroath and Montrose each accounted for around 40% of clients, with the balance being taken up by Forfar and, for 8 clients, Dundee (Gellatly Street).
TABLE A2.7


Clients’ Local Benefits Office





	 Benefit Office
	Numbers
	Percentage

	Arbroath
	  91
	  43

	Montrose
	  84
	  39

	Forfar
	  30
	  14

	Dundee
	    8
	    4

	TOTAL
	213
	100


A2.12
Table A2.8 compares the benefits offices used by clients with the offices used by all clients. There was a reasonable match. The only slight anomaly was the under-representation of clients using the Forfar office. However, as the numbers were quite small this is not a major cause for concern.

TABLE A2.8


Clients’ Local Benefits Office





	Job Centre
	Percentage of clients in the indicated band (A)1 
	Percentage of claimants in the indicated band (B)2 
	Ratio of Column A to B3

	Arbroath
	  44
	  42
	1.1

	Montrose
	  41
	36
	1.1

	Forfar
	  15
	  22
	0.7

	TOTAL
	 100
	100
	


Notes:-

1.
These percentages are derived from Table 2.7 and related to 205 clients, those who use the Dundee benefits office having been removed when calculating the percentages.
2.
These percentages are the percentages of Job Seekers Allowance claimants at September 2003 in the 3 benefit office areas of Arbroath, Forfar and Montrose. There were a total of 1,858 claimants at this date. 
3.
A ratio of 1 indicates that the percentages in a row are identical. More than 1 indicates an over-representation of the age group in the client profile, less than 1 an under-representation.
A2.13
Of the 197 clients 35 (18%) were shown on the Start Notification form (Paragraph A2.1) as having a “long term health problem or disability which affects the kind of work” they could do. However we feel that this information needs to be treated with caution, for 2 main reasons:-
· Very few clients were in receipt of any form of health related benefit (see Table A2.5); and

· On the accompanying Action Plan very rarely was any health problem mentioned.

A2.14
It may be that often the health coding was indicated by mistake. There was evidence of this on some of the forms, 3 of which had made changes to the coding, one assumes after they   realised that they had made a   mistake.

A2.15
Of the 35:-

· 28 (80%) had no mention of disability on the Action Plan; and

· The other 7 mentioned a variety of problems, including: a recent heart by-pass operation, asthma, Myalgic Encephalitis (ME) and back problems.

A2.16
In terms of ethnicity all but one of the clients were classed as White. The exception was one who was Indian. 

The Services Offered
A2.17
Table A2.9 looks at the services offered by Claverhouse. This is based on an analysis of the Action Plan Review Record, a single sheet of paper that reviews progress and then summarises the action that has been agreed with the client. The information placed on these sheets varies in the detail that is given. There is also no attempt   to categorise the types of intervention. The categorisation used in the Table is derived from our analysis. It may be that there is a degree of misallocation and under-reporting of some of the services offered. For example, at times the provision of careers advice, as opposed to simply looking for jobs, is highlighted. It may be that this is also a service that is offered under some of the other Service headings, for example “Advice and help with job search”, but is not mentioned explicitly on the Form.
A2.18
From the Table it can be seen that:-

· The most frequent service was help preparing, updating or modifying   curriculum vitae. In one instance this involved preparing a curriculum vita in English for a client who only had one in his native language (Spanish);

· This was followed by “Advice and help with job search”. This seemed to take a variety of forms. For example, helping people to access vacancies on the internet, and providing  lists of suitable employers;

· Job matching accounted for slightly over a fifth of the interventions. This involved such things as passing a curriculum vitae to the employment liaison officers  or simply indicating that the client would be notified were a suitable vacancy to arise;

· A number of clients were signposted to work placement opportunities. At times it seemed as if this was used interchangeably with TfW. A number of clients were referred to Claverhouse’s own TfW provision;
· Help with interview techniques was specifically mentioned on a number of occasions. Often this involved nothing more than providing a copy of an interview advice sheet; and

· There were also a number of interventions that involved referring or signposting clients to other agencies. For example, 9 clients were referred to colleges, 2 school leavers were referred to Careers Scotland, whilst there were also referrals to Jobcentre Plus and Instep.

TABLE A2.9

The Services Offered by Claverhouse
	Service
	Numbers1
	Percentage

	Curriculum Vita preparation
	107
	36

	Advice and help with job search
	68
	23

	Job matching support
	64
	21

	Signposted to work placement/TfW
	24
	8

	Help/support with interview technique
	13
	4

	Signposting to college
	9
	3

	Referred to other public agency
	4
	1

	Referred to, or registered with, private employment agency
	4
	1

	Careers advice
	3
	1

	Other2
	6
	2

	TOTAL
	302
	100


Note:-
1.
Although the Table is based on the analysis of 197 records many clients received more than one type of service.

1.
“Other” refers to such things as confidence building and help filling in an application form. 

A2.19
Although the Action Plans make no mention of the intensity of the various interventions, as far as can be seen this seems not to have been intensive. There is certainly no mention of support being provided for up to 13 weeks, as stated in the contract, or of it being provided in any formal and structured way. This is not, however, necessarily a criticism. It may be that the services provided were exactly appropriate to the needs of the client group.

A2.20
There were, however, some discrepancies between the information recorded on the Action Plans and information provided verbally by Claverhouse. For example, we were told that 77 people (out of a total of 227 that the project had dealt with) had such severe problems (for example mental health or literacy and numeracy) that they could not be dealt with. These people were then referred to other agencies. If the Action Plans had been accurate records of interventions these should have been noted. That no referrals on such a scale were identified could lead one to question the accuracy of some of the information provided.

Clients Placed Into Jobs
A2.21
Claverhouse indicated that there were 61 jobs that had been verified by employers. However the analysis of records showed that these related to 57 clients, as 4 people were listed twice, albeit against different jobs.

A2.22
Of those who had obtained jobs 20 were female (35%) which is almost exactly the same as the proportion they accounted for in the total clients (Paragraph A2.3).

A2.23
Table A2.10 compares the ages of those placed into jobs with the age profile of the 213 clients.   Generally there is a bias towards those over 35. This is surprising, given that the younger age groups are generally felt to be easier to place with employers. However, that group tended to be under-represented whilst the older age groups were over-represented. Given that anecdotal evidence is that this group often finds it difficult to gain work, in part due to employer prejudice, this outcome is commendable.  However the small absolute numbers mean that the ratios need to be treated with a degree of caution, especially if attempts were to be made to draw inferences about specific age bands. 
TABLE A2.10

Comparison of the Ages of Clients Placed into Work 





  with the Ages of all Clients
	Age band
	Percentage of clients placed into a job in the indicated band (A)
	Percentage of total clients in the indicated band (B)1
	Ratio of Column A to B2

	16-20
	11
	16
	0.7

	21-25
	17
	18
	0.9

	26-30
	16
	11
	1.5

	31-35
	12
	12
	1.0

	36-40
	2
	9
	0.23

	41-45
	11
	10
	1.1

	46-50
	9
	9
	1.0

	51-55
	15
	8
	1.9

	56-60
	5
	6
	0.8

	61-65
	2
	1
	2.0

	TOTAL
	100
	100
	


Notes:-
1.
These percentages come from Table 2.2 and relate to the 213 total clients

2.
A ratio of 1 indicates that the percentages in a row are identical. More than 1 indicates an over-representation of the age group in the client profile, less than 1 an under-representation.

3.
This ratio needs to be discounted as only one client in this age band was placed into a job.
A2.24
Table A2.11 compares the duration of unemployment for all clients with the durations for those who gained jobs. Perhaps understandably, there is a bias towards those who have been out-of-work for 6 months or less. What is clear from detailed examination of the records is that even those in the older age groups who are placed into work tend to be in this category, albeit there are exceptions as the Table shows.
TABLE A2.11 Comparison of    Unemployment Durations for those Placed into 




Work with the Durations for all Clients

	Months Unemployed
	Percentage of clients placed into jobs in the indicated band (A)
	Percentage of total clients in the indicated band (B)1 
	Ratio of Column A to B2

	Less than 6
	77
	   61
	1.3

	7 to 12
	15
	   18
	0.8

	13 to 17
	4
	     7
	0.6

	18 to 23
	0
	     1
	 n/a

	24 to 35
	2
	     3
	 0.7

	More than 36
	2
	     5
	 0.4

	TOTAL
	100
	 100
	1.0


 Notes:-

1.
These percentages come from Table 2.3 and related to 203 clients, those for whom no unemployment duration was given having been removed when calculating the percentages.
2.
A ratio of 1 indicates that the percentages in a row are identical. More than 1 indicates an over-representation of the age group in the client profile, less than 1 an under-representation.
A2.25
Table A2.12 compares the benefit offices of those placed into work with the offices used by all clients. Proportionately more Arbroath and Forfar clients obtained work than did those from Montrose. This may reflect the buoyancy of local job markets.  

TABLE A2.12
Comparison of Benefit Office Used by those Placed into 





Work with Offices Used by all Clients

	Job Centre
	Percentage of clients placed into work in    the indicated band (A)1 
	Percentage of total clients   in the indicated band (B)2 
	Ratio of Column A to B3

	Arbroath
	  51
	  44
	1.2

	Montrose
	  29
	  41
	0.7

	Forfar
	  20
	  15
	1.3

	TOTAL
	 100
	100
	1.0


Notes:-

1.
These percentages relate to 51 clients. The 6 who used the Dundee office have been excluded for ease of comparison.

2.
These percentages come from Table 2.8 and related to 205 clients, those who use the Dundee benefits office having    been removed when calculating the percentages.
3.
A ratio of 1 indicates that the percentages in a row are identical. More than 1 indicates an over-representation of the age group in the client profile, less than 1 an under-representation.

A2.26
There were no significant differences between the benefits profile of those placed into work and all clients. For example 80% of those who gained a job were on Job Seekers Allowance, as compared to 79% of the client population (Table A2.5).

The Employers
A2.27
The jobs for the 57 clients were provided by 50 employers, as 7 had provided 2 jobs each. These employers were:-

· Angus Council;

· Chris Craft Blinds

· Dundee City Council;

· Muirfield Contracts;

· Ninewells Hospital;

· Tesco’s head office; and

· Toys R Us.

A2.28
The sections that jobs were gained in are shown in Table A2.13. As can be seen these are very varied, covering the spectrum from the primary sector (horticulture) to personal services (hairdressing). One client became self employed, as a golf caddy. The manufacturing sector was particularly significant as an employer, followed by business activities such as security and training/recruitment. It is interesting to note that in this latter sector are 2 clients who gained employment with local training providers: one with Claverhouse as a Training Administrator, the other with Instep as a Programme Centre Leader.  
TABLE A2.13
Industrial Sections in which Clients Obtained Jobs
	Section1
	Number 
	Percentage

	A. Agriculture Energy 
	1  
	2

	D. Manufacturing
	14
	25

	E. Electricity, Gas and Water Supply
	1
	2

	F. Construction
	3
	4

	G. Wholesale and Retail
	10
	18

	H. Hotels and Restaurants
	2
	4

	I. Transport, Storage and Communication
	1
	2

	K. Business Activities
	11
	19

	L. Public administration
	5
	9

	M. Education
	4
	7

	N. Health 
	3
	4

	O. Personal Service Activities
	1
	2

	Self employed
	1
	2

	TOTAL
	57
	100


Note:-

1.
The Sections are those used in the 2003 Standard Industrial Classification (SIC) of Economic Activities.


The Jobs

A2.29
Table A2.14 looks at the specific jobs clients were recruited to do within these industries. Not surprisingly, the majority were semi- or unskilled. For example, there were over 14 people employed in sales, including sales assistants and customer services. A further 12 were employed in a variety of elementary occupations, such as labourers, packers and kitchen porters. The next largest group were the 11 employed as machine operators and process operatives. Those involved in Associate Professional Occupations included a school technical assistant, a credit management advisor and 3 people involved in vocational training, such as the Programme Centre Leader.
TABLE A2.14
           Occupational Groups   in which Clients Obtained Jobs
	Major Group1
	Number 
	Percentage

	3. Associate Professional and Technical Occupations
	6
	11

	 4. Administrative and Secretarial.  
	7
	12

	5. Skilled Trades Occupations
	2
	4

	6. Personal Service Occupations 
	4
	7

	 7. Sales and Customer Service Occupations
	14
	26

	8. Process, Plant and Machine Operatives
	11
	19

	9. Elementary Occupations
	12
	21

	TOTAL
	57
	100


Note:-

1.
The Major Groups are those used in the 2002 Standard Occupational Classification (SOC).
A2.30
One of the aims of the Initiative, as originally planned, was that it would work in partnership with other agencies. Table A2.15 looks at this by considering how those clients who were helped to get a job were recruited. What is interesting is the variation between referrals from the 3 job centres within the area. Montrose provided the most, followed by Arbroath. To what extent these variations reflect personal relationships is hard to know. However direct referrals were significant, even more so if referrals through jobs fairs are added to the “Direct” total. 
A2.31
Other than referrals from Claverhouse itself, there were no recorded referrals from other training providers operating within the area. This would seem to imply that partnership was, with some exceptions, less than effective.
TABLE A2.15
Source of Client Referrals for Those who Obtained a Job
	Source
	Number 
	Percentage

	Montrose jobcentre
	16
	28

	Direct
	12
	21

	Arbroath jobcentre
	11
	19

	Jobs fair
	 6
	11

	Forfar jobcentre
	5
	9

	Claverhouse
	4
	7

	Nucleus1
	3
	5

	TOTAL
	57
	100


Note:-
1.
Nucleus is the Programme Centre in Arbroath.
Appendix 3
 Sample Client Profile Information  


Introduction

A3.1
Claverhouse had records for 213 Initiative clients (Paragraph A2.1). These were classed as being either “job ready” (67%) or “not job ready” (33%) as they had a variety of other needs, such as literacy and numeracy, requiring support from specialist agencies. However, as Claverhouse had claimed all of them as the Initiative’s clients we decided to select the sample from the 213. However, of these   27   had no telephone number   and 7 had an incorrect number recorded.   Forty of the remaining 179 (22%) were interviewed over the telephone using a semi-structured interview schedule. To eliminate bias those to be interviewed were selected randomly and the interviews were undertaken in the late afternoon and early evening.      


Sample Age and Gender Profile

A3.2
Table A3.1 looks at the age profile of the sample of clients and compares it to the client population.  It can be seen that the sample included more of the over 30s and fewer of those in the 16 to 3 age group than the population. The under 20s were particularly under-represented. The oldest interviewee was 59, the youngest 19. Their average age was 38.5 years. 

TABLE A3.1 



Age of Sampled Clients
	Age
	Number
	Percentage
	Percentage of population1

	16-20
	3
	 8
	16

	21-30
	9
	23
	29

	31-40
	10
	24
	21

	41-50
	11
	27
	19

	50+
	7
	18
	15

	TOTAL
	40
	100
	100


 Note:-
1.
The ages of the population were derived from Table A2.1.








A3.3
Males account for about two thirds of the sample, almost identical to the proportion in the population (Paragraph A2.3).


Sample Home Addresses

A3.4
Table A3.2 compares the sample’s home addresses with those of the population. It can be seen that:-

· Montrose and, to a far lesser extent, Brechin and Kirriemuir are over-represented; and

· Arbroath, in particular is under-represented.


However, overall the sample seems to be a reasonably good match with the population statistics.

TABLE A3.2  

              Sample Clients by Town of Residence

	Town
	Number
	Percentage
	Population  Percentage1

	Montrose
	14
	34
	25

	Arbroath
	11
	28
	34

	Brechin
	5
	 12
	9

	Forfar
	3
	8
	10

	Carnoustie
	3
	8
	9

	Kirriemuir
	2
	5
	3

	 Other2
	2
	5 
	10 

	TOTAL
	40
	100
	100


 Notes:-
1.
The population percentages were derived from Table A2.6.

2.
“Other” included Edzell, Laurencekirk, Fettercairn, Gourdon, Letham, St. Cyrus, Monifieth, Froickheim and Duntrune.


Length of Time Unemployed

A3.5
Table A3.3 compares the length of time the sample had been unemployed compared to the population. There is a very good match. The longest period of unemployment cited by a client was 12 years. This person is currently participating in a training course, which they entered with the help of Claverhouse.

TABLE A3.3   


Period of Time Unemployed

	 Months Unemployed
	Number
	 Percentage
	Population Percentage1

	Less than 6 Months 
	26
	 65
	61

	7 -12  
	5
	 13
	18

	13  or more
	9
	 22
	21

	TOTAL
	40
	100
	100


 Note:-
1.
The population percentages were derived from Table A2.4.

A3.6
The majority of the sample had been unemployed for less than 3 months and had come into contact with the Initiative whilst visiting their local Jobcentre. Those that were unemployed for a period of 13 months or over tended to be those that Claverhouse had categorised as “not job ready”, 7 out of the 9 fell into this category.

Reasons for Leaving Last Job

A3.7
Table A3.4 looks at the reasons interviewees left their last job. The most frequent reason cited was being made redundant, generally from labour intensive traditional industries. The “Other” category mainly consisted of people who had been employed on a temporary basis for seasonal work. This category also included a number who had taken voluntary severance.

TABLE    A3.4

Reasons for Leaving Previous Job

	Reason
	Number
	 Percentage

	Made redundant
	14
	35

	Health reasons
	3
	7

	Family reasons
	2
	5

	Left voluntarily
	1
	2

	Dismissed
	1
	 3

	Other1
	19
	 48

	TOTAL
	40
	100


 Note:-
1. 
The “Other” category included those who had been in a seasonal or temporary job and those who had taken voluntary severance.

 
Educational Qualifications
A3.8
Table A3.5 looks at the educational qualifications of the sample. It can be seen that:-

· 32% had Standard Grade or O Levels;

· 18% had no qualifications. These were mainly those over 30;  
· A further 18% fell into the “Other” category. This   consisted mainly of City and Guilds qualifications, that were   held by men over 30. These were  generally trade related; and
· 2 clients had university degrees. This gives some idea of the range of educational ability that the Initiative was dealing with. 

Table A3.5 
 
Sample Client’s Educational/Vocational Qualifications
	Qualification
	 Number1 
	 Percentage

	Standard Grades/O’ Levels
	18
	32

	Highers
	5
	9

	SVQ Level 1 or 2
	9
	16

	SVQ Level 3 or 4
	0
	0

	HNC/HND
	4
	7

	Other2
	10
	18

	None
	10
	18

	TOTAL
	56
	100


 Note:-
1.
Some interviewees gave more than one response.

2.
The “Other” category related mainly to City and Guilds qualifications, most of which were trade related.

� Angus is here used as a convenient way of describing the areas of the 3 benefit offices which are within the local authority’s boundaries: Arbroath, Forfar and Montrose.


� The rate is calculated as the number of positive outcomes (job and further education entries and TfW starts) (71) expressed as a percentage of the number of registered clients (216).


�  It should be noted that we have not been able to verify from records the outcomes relating to TfW entry, and further education.


� It does however need to be remembered that Jobcentre Plus has to deal with all claimants. As such it is inevitable that some of its clients will be a long way from being “job ready” despite claiming Job Seekers Allowance.
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