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1 Purpose of the Report 

The purpose of this report is to advise members of the Working Group on the 
agreement at UK level of the Single Programming Document for Objective 4 which 
will potentially provide an additional funding opportunity for the Council over the 
period 1998-1999 leading up to the reform of the Structural Funds. 

2 Objective 4 - Background 

As members will be aware, the European Commission allocates funding through the 
Structural Funds for regional development through six policy Objectives, eg Objective 
2 for areas in industrial decline and Objective 3 for the creation of employment and 
training opportunities, both of which the Council currently utilises to draw down 
European funds. 

Objective 4 was introduced into the Structural Fund programme in 1994 to facilitate 
the adaptation of workers of either sex to industrial changes and to changes in 
production systems. It is intended to operate as an innovative, horizontal, and bottom- 
up approach to the protection of existing jobs. It is therefore evidently of interest to 
North Lanarkshire Council in the current climate of ongoing industrial restructuring. 

The previous Government perceived it as anti-competitive and that the activities 
withm it were already encompassed within Objective 3 funds at EU level, and within 
development programmes in place at national level. Since the change of Government 
work has been undenvay to negotiate a UK plan for Objective 4. It will run from 
1998-1999 and has a total budget of 244.4 million ECU (S163.75m approx). 

A draft of the Plan was circulated to partners for consultation in August 1997 and 
regarding which the Council submitted some initial comments to the Department for 
Education and Employment through COSLA. 

The Plan has since then been revised and the attached document at Annexe 1 has been 
agreed at UK level and was submitted to the European Commission for consideration 
on 18 November 1997. Although a response is still awaited, it is expected that the 
Plan will be agreed relatively quickly and without substantial amendment. All 
departments are therefore currently being made aware of the progress of the Objective 
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4 fund through the European Affairs Officer Working Group to ensure that the 
Council will be in a position to take advantage of this additional funding opportunity. 

2 The Rationale for Objective 4 

The issues of adaptation, production systems, and industrial change which underpin 
Objective 4 are based on the ethos that the world’s most advanced economies are now 
facing a ‘post-industrial age’ which has unprecedented challenges for employers and 
employees. It recognises in particular the impact of technological change, the need 
for firms to react quickly to change and its implications, and increasing globalisation 
with open markets and intense international competition. 

3 The Priorities for Action 

Objective has four priorities for action to which it will be possible to submit projects 
for fbnding : 

1 t 

research into and usage of anticipation analysis tools to assist in the development 
of training programmes designed to ameliorate adaptation to industrial change 

training programmes that target individuals with skill deficits and individuals in 
fums at risk of becoming unemployed as a result of industrial change 

research into new training systems which make use of new technologies, new 
production systems and new ways of working 

efforts to improve networking between small and medium-sized enterprises 
(SMEs) and SMEs and large firms, as well as efforts to disseminate the results of 
research into anticipatory analysis tools (employees of large firms are only eligible 
for Objective 4 if their bid was drawn up in partnership with SMEs) 

Delivery of the Objective 4 Programme 

It is intended that the delivery arrangements for this programme will mirror those 
already in place for Objective 3 and progress with those arrangements as the move 
takes place from sectoral managers, eg COSLA for the Scottish local authority sector, 
to a Central Executive for Scotland dealing with all ESF bids under Objectives 3 and 
4. 

Priority will be given to bids which can demonstrate effective partnership and the Plan 
emphasises the need for innovation and experimentation to facilitate learning and 
progression. It is envisaged that, through their track record in supporting and 
counselling small firms, local authorities and local enterprise companies will be major 
players in Objective 4. 

5 Opportunities for North Lanarkshire Council 

i 
i 

The Plan outlines an ambitious programme in view of its willingness to experiment 
and the short time frame allowed for delivery as the current Structural Funds move 
towards their end in 1999. 
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It is positive in that it attempts to exploit synergies between the integration and co- 
ordination of Objective 4 funded activity and national government policy regarding 
workforce skills. This has been a priority for the European Commission and 
particularly promoted by Padraig F l y ,  Employment and Social Affairs 
Commissioner. 

From the local authority perspective and as regards opportunities for the Council, 
there is a lot of potential in the programme albeit that it does not perhaps recognise as 
much as it could have in the document that local authorities do have the experience 
and expertise to allow them to utilise this funding effectively. this is particularly true 
of Priority 2, the training activity. Under Objective 3, local authorities already play a 
huge role in providing exactly the kinds of basic adult education targeted in the plan. 

The local authority sector, does, however, have a significant role to play and 
consultation and liaison will take place on a regular basis between now and the 
ultimate approval of the plan to ensure that the Council is best placed to maximise this 
funding opportunity. 

6 Recommendations 

It is recommended that the Working Group: - 

(i) Notes the contents of the report and attached plan for the Objective 4 
programme 

(ii) Notes the action being taken to advise Council departments of this potential 
additional funding opportunity 

(iii) Agrees to consider further reports on the progress of this programme as 
appropriate 

c 

Local Government Access to Information Act 
For further information on this report, please contact Heather Koronka, European CO- 
Ordination Officer, on 01698-302270. 
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A proposed plan for Objective 4 for Great Britain is now with the European Commission and is 
the subject of negotiations between the UK Government and Commission officials. This plan is 
now available for you to download. The final agreed plan will also be available on the ESF 
NEWS web site when it becomes available. 

1 
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THIS DOCUMENT WAS SUBMllTED TO THE COMMISSION VIA THE UK REP ON 18/11/97 
AND WILL BE REVISED IN LINE WITH FORTHCOMING NEGOTIATIONS WITH THE 
COMMISSION. THE FINAL AGREED PLAN WILL ALSO BE PUBLISHED ON THE ESF 
NEWS WEBSITE. 

The European. Social Fund 

A Plan for Objective 4 in Great Britain 

1998-1 999 

18 November 1997 

C 
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Introduction 

This document is a plan for action in the United Kingdom under Objective 4 of the 
Structural Funds. This Objective uses the European Social Fund to facilitate the 
adaptation of workers of either sex to industrial change and to changes in production 
systems. The plan covers the period 1997-1999. 

Geographically, the plan encompasses the UK and Gibraltar with the exception of the 
Objective 1 areas - the Highlands and Islands, Merseyside and Northern Ireland - the 
SPDs for which cover the full scope of ESF. Therefore the plan covers Great Britain 
and Gibraltar excluding Merseyside and the Highlands and Islands of Scotland. 

The Plan is presented in accordance with Article 10 of Council Regulation (EEC) No 
2081/93 of 20 July 1993 and Article 4 of Council Regulation (EEC) No. 2084/93 of 20 
July 1993. It sets out in a single programming document all the information required, 
including that required by Article 14(2) of Council Regulation (EEC) 2082/93, spelling 
out the proposed measures and their implementation. 

While this plan seeks to outline the basis for action for the use of ESF resources from 
1997-1999, in order to ensure the most effective allocation of resources and in 
accordance with Article 6 of Council regulation (EEC) no 208293 of 20 July 1993, 
provision is made to revise and review this plan in light of any changes in the labour 
market and the socio-economic environment within which it operates. 

c 

Chapter One sets out the economic and social context within which the plan operates 
identifying trends in the labour market, particularly in relation to skill needs and 
focusing on particular aspects relevant to the Objective 4 client group. Chapter 2 
describes the strategy of the UK Government in the field of training, education and 
employment. It also sets out the EU initiatives for employment. Chapter 3 sets out the 
rationale for support and the priorities for action under Objective 4 and the financial 
tables. Chapter 4 sets out the implementation, monitoring and evaluation strategy. 

c 

4 
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CHAPTER 1 

0.0 Introduction 

0.1 This Chapter outlines the main labour market trends that have oc.curred. More 
importantly, it highlights the fact that the net changes in employment which are 
identified in paragraphs 1.1 .l-1 .1.19 below are the result of much larger gross flows. In 
the context of Objective 4, therefore, there is a need to foster competitiveness within 
firms in relation to their use of human resources so that they can cope with industrial 
change. However, there is also a need to balance this by not impeding the natural 
turnover in the economy. Thus, any help should be. targeted on those individuals for 
whom change is involuntary and within this group those who are least well able to cope 
with the involuntary change 

0.2 Therefore, paragraphs 1.1.20-1.1.37 below set out information on people who 
have, in the past, been made redundant because these are indicative of the types of 
people who suffer from change as their transition from work tends to be involuntary. 

1.1 Social and economic context - Trends in the Labour market 

1.1.1 The UK economy reached its most recent high point in 1990 and subsequently 
moved into recession earlier than most of Europe. As a result I10 unemployment 
climbed steeply to peak in December 1992 at just under 3 million people.' However 
this was below its previous peak in Spring 1986 when 11.2% of the labour force were 
ILO unemployed (over 3 million people). 

1.1.2 Since 1992, there have been 5 years of broad based recovery. Objective 4 was 
conceived at EU level at a time of recession and poor economic prospects in most 
Member States. However, since 1994 the UK has been recovering from recession. 
Indeed, the prospects for the UK economy are now being described by the OECD as 
perhaps the best for 30 years. 

I 

1.1.3 The economy has undergone a great deal of restructuring and most .of the bib 
changes have probably already happened. However, the economy is dynamic and it 
will continue to change but on a smaller scale than in the past. The primary and 
manufacturing sectors are still expected to see a reduction in the numbers employed, 
but any further adjustments are expected to be both smaller and more gradual than the 
changes in the past. However, in Wales, manufacturing employment is strong 
(standing at 21.9% of all employees) and forecast to grow further. 

' . ILO unemployment is an internationally agreed definition of unemployment, agreed by the 
International Labour Organisation. There are alternative measures of unemployment that can be used 
(e.g. claimant count in the UK). 

5 
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1.1.4 The shift from manufacturing to service industries has also coincided with 
increase in economic activity of women, who now form the majority (52%) of employees 
in non-manual occupations. It is forecast that the labour force will increase by 1.6 
million by 2006 and that women will make up 1.3 million of this increase. 

1.1.5 Britain's ethnic minorities represent 6% of the population, of which around 70% 
are at least second generation. Whilst some ethnic minority groups have made 
excellent progress in the labour market, others experience high levels of 
unemployment. In employment, ethnic minorities still tend to be over-represented in 
lower paid jobs and under-represented in higher paid managerial positions. 

1.1.6 Industrial change is continuing although it has acquired a different character. It 
is increasingly a case of already modem industries seeking to become more productive 
and competitive through a continuous process of technical and managerial renewal 
rather than the sector wide shocks and discontinuities which have characterised much 
of the past thirty years. Nevertheless, it will be a demanding and uncertain 
environment for both businesses and employees. The life cycle of products, 
production and administrative systems is shortening. This will place a premium upon 
change and preparation to meet it. Meeting this challenge effectively will be an 
important determinant of future competitiveness. 

Sectoral changes 

Great Britain 

1.1.7 Between 1990 and 1991 UK GDP fell. GDP has been growing since the first half 
of 1992. GDP grew at an annualised rate of around 2 per cent between mid4992 and 
mid 1993 before rising to 4.5 per cent in 1994. During 1995 and the first three quarters 
of 1996 GDP grew at an annual rate of between 2 and 2.5 per cent. By the end of 
1996 GDP was growing at 4.5 per cent and 3.5 per cent in the first quarter of 1997: 

- 

1.1.8 Although GDP has been growing sioce early 1992, there are considerable 
differences in GDP growth rates across different sectors. Output has been growing in 
financial and business services, transport and communications and distribution whilst it 
has been declining in mining and quanying and construction. Output growth has been 
weak in manufacturing, this reflects growth in some parts being offset by declines in 
others. Within manufacturing, chemicals and electrical engineering have been growing 
whilst mechanical engineering has been declining ( Regional planning service, a 
report from Business Strategies Limited, July 1996). 

1.1.9 Total employment (employees and the self-employed) in Great Britain was 
almost 26 million in Spring 1990. By Spring 1993 employment in Britain had fallen to 
almost 24.5 million, a fall of 5.6%. Since then employment has expanded. In Spring 
1997 employment was almost 26 million, an increase of 5.3% since Spring 1993. 
Despite the growth in employment since 1993, employment still remains around 1% 
lower than the level it reached in Spring 1990. 

6 
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1.1.10 Between Spring 1990 and Spring 1996 employment has declined in 'traditional' 
sectors in manufacturing whilst it has expanded in the service sector. Employment has 
grown in: real estate, renting and business activities; education; health and social work 
and other community services. In health and social work the number of people 
employed has grown by 30%, compared to 18% in other community services, almost 
16% in real estate and almost 11 % in education. 

1.1.1 1 In contrast employment has fallen in mining and quarrying by 54%, almost 44% 
in electricity, gas and water supply, 15% in manufacturing and almost 15% in 
construction. These changes in the pattern of employment are expected to continue 
into the future - growth in service employment and a decline in primary and 
manufacturing employment. 

7 
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Table 1: Employment by industrial sector in Great Britain('00Os) 

Agriculture and 513 (2%) 443 (2%) 436 (2%) 

P 1990 1993 1996 

hunting 
Fishing 18 15 13 

Mining and 230 (1 %) 149 (1%) 105 
quarrying 

Manufacturing 5,814 (23%) 5,202 (21 %) 4,912 (19%) 

Electricity, gas and 325 (1%) 289 (1 %) 183 (1%) 
water supply 
Construction 2,038 (8%) 1,598 (7%) 1,735 (7%) 

Wholesale, retail 4,048 (16%) 3,779 (1 5%) 3,889 (15%) 
and motor trade 
Hotels and 1,151 (4%) 1,059 (4%) 1 ,142 (5%) 
restaurants 

Transport, storage 1,662 (6%) 1,596 (7%) 1,587 (6%) 
and 
communications 

intermediation 
Real estate, renting 2,104 (8%) 1,985 (8%) 2,432 (1 0%) 
and business 
activities 
Public 1,557 (6%) 1,566 (6%) 1,473 (6%) 
administration and 
defence 
Education 1,767 (7%) 1,751 (7%) 1,956 (8%) 

Health and Social 2,116 (8%) 2,522 (10%) 2,760 (1 1 %) 
work 
Other community, 1 , 102 (4%) 1,096 (4%) 1,303 (5%) 
social and personal 
Private h'holds with 202 (1 %) 136 (1%) 155 (1%) 
employed persons 
Extra territorial 32 29 18 
organisations, 
bodies 
Total employment 25,027 24,390 25,198 

Financial 1,467 (4%) 1,174 (5%) 1,099 (4%) 

Source : Spring Labour Force Survey (figures are not seasonally adjusted) 
Coverage : Employees and self - employed 

0 
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The Regional Perspective 

1.1.12Trends at the national level are reflected across the different regions in Britain. 
The service sector is experiencing strong output growth whilst the primary sector and 
parts of the manufacturing sector are experiencing declines in growth. In areas where 
there is an above average dependence on a declining sector this may lead to problems 
of adjustment. 

1.1.13 In all regions (apart from Greater London and in Scotland and Wales) the 
largest proportion of people are employed in manufacturing. In some areas almost 30% 
of people are employed in manufacturing - notably in the East and West Midlands. 
Manufacturing employs over 20% of people in employment in the North, Yorkshire and 
Humberside, the North West and Wales. In the other regions manufacturing makes up 
just under one ffih of employment. Between Spring 1990 and Spring 1996 the level of 
employment in manufacturing has declined in all regions. Across all regions (apart from 
Wales) the proportion of people employed in manufacturing has also declined. Wales 
has benefited from significant amounts of foreign direct investment and this may 
explain the increase in the proportion of people employed in manufacturing in the, 
Principality. 

1.1.14 In most regions the next largest share of employment is in the wholesale, retail 
and motor trade sector. As a share of all people in work, employment in this sector has 
remained fairly constant between Spring 1990 and Spring 1996 in all regions. Between 
Spring 1990 and Spring 1996 there has been an increase in the number of people 
employed and in the proportion of people employed in the real estate, renting and 
business activities sector and the health and social work sector in most regions. 

1.1.15 Primary industries (agriculture, hunting and forestry, fishing, mining and 
quarrying) are in decline. In Spring 1996 15% of people employed in these industries 
were in the South West and a further 15% in Scotland. Mining and quarrying has 
experienced significant job losses. Since Spring 1990 mining and quarrying has almost 
disappeared in some regions: the East Midlands; the West Midlands; and the North 
West. There has also been significant declines in Yorkshire and Humberside. In 
Wales, traditional deep mining has all but ended. Although primary industries are iq 
decline, they make up only a small proportion of total employment. 

1.1.16 Greater London and the rest of the South East employ the largest proportion of 
people who work in the service sector - almost 50% of those employed in financial 
intermediation, almost 50% of those in real estate, renting and business activities, a 
third of those employed in public administration and a third of those employed in health 
and social work. The region also employs around a quarter of all those employed in 
manufacturing and almost 40% of those employed in transport and communication. 

1.1.17 In Spring 1996 one frfth of all people in employment (employees and the self - 
employed) were employed the South East (excluding Greater London). If Greater 
London is added to this, one third of all people in employment work in Greater London 
and the South East. Of these, 15% worked in wholesale, retail and the motor trade, 

9 
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14% worked in real estate, renting and business activities and 14% worked in 
rn anufact u r i n g . 

1.1.18 The trend towards increased employment in the service sector and declining 
employment in the primary and manufacturing sectors is likely to continue into the 
future. The location of industry means that areas that are more dependent on 
manufacturing for employment are likely to experience difficulties in adjusting to 
economic change. ILO unemployment figures from Spring 1996 show that 
unemployment is below 7% of the labour force in East Anglia and the South West, 
below 9% in Yorkshire and Humberside, the East Midlands, the South East, the North 
West, Wales and Scotland and is above 9% in the Northern region and in the West 
Midlands. 

1.1.1 9 Although there are differences in regional unemployment rates, the 'gap' 
between different regions has narrowed considerably since the late 1980s. In spring 
1989 unemployment was 11 . l%  in the Northern region compared to 5.0% in the South 
East, a 'gap' with a range of 6.1 percentage points across Great Britain. In Spring 1996 
there was a 'gap' between the Northem region and the South East of 2.2 percentage c points. 

Redundancies 

1.1.20 Economies are dynamic and the net changes in employment that have been 
identified above are the result of much larger gross flows. Hiring and separations occur 
in all industries. Also, there is no direct correlation between changes in the overall 
numbers in each industry and the turnover in that industry. Industries such as 
construction have greater turnover than the economy as a whole. And, despite the fact 
that between 1993 and 1996 employment grew, both the number and the proportion of 
redundancies in construction were higher in the latter year. 

1.1.21 In what follows there is a focus on redundancies because they generally 
represent involuntary separations from work. This will enable us to identify the type of 
people who suffer from industrial change so that we can target policies on this group. 

1.1.22 Economies are dynamic and industrial structure is continually changing as 
consumer tastes change and as new technology is adopted. As employment patterns 
change some groups in the labour market may need help to adapt to these changes. 
People who are made redundant involuntarily as a result of structural changes may 
need some assistance to increase their employability. 

' 
1.1.23 Redundancies in Great Britain peaked in 1991. Evidence from the Spring 1991 
Labour Force Survey shows that in the three months prior to interview 385,000 people 
were made redundant. Between 1991 and 1994 the number of redundancies have 
declined and since 1994 they have been fairly stable. In Spring 1996 the number of 
people made redundant in the three months prior to interview was 205,000. 

10 
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Table 2 : The number of working age people who have been made redundant in 

Source : Spring LFS 

1.1.24 The Spring 1996 figures show that male redundancies were more than double 
the number of female redundancies. Table 2 shows that over time the number of male 
redundancies has been substantially higher than the number of female redundancies. 

1.1.25 In Spring 1996 61 % of all those made redundant in the three months prior to 
their interview were made redundant because their employer was cutting back on staff, 
a further 23% were made redundant because their employer was closing down and 
16% for some other unspecified reason. 

1 .I .26 The largest proportion of those made redundant in the three months prior to 
their interview were in the manufacturing category (metal goods, engineering and 
vehicles plus other manufacturing industries) and the distribution, hotels and catering 
and repairs sector (Table 3). Table 3 breaks down redundancies by industry. Numbers 
are shown for 1993 and 1996 as this corresponds to an upswing in the economic cycle. 
Figures for this industrial breakdown are not available for 1990. 

Table 3 

11 
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Source : spring LFS 
*= below the LFS publication threshold of 10,000. 

1.1.27 Evidence from Spring 1993 shows that around a third of those made redundant 
in the three months prior to their interview were in the manufacturing sector and almost 
a quarter in the distribution, hotels and catering and repairs sector. Evidence from 
Spring 1996 shows that although there has been a slight fall in the proportion of 
redundancies in these categories, they still account for around 50% of redundancies 
in the three months prior to interview. 

I 1.28 One interesting change between Spring 1993 and Spring 1996 is the increase 
in the proportion of redundancies in the Banking, financial and business services 
sector - there has been a 5 percentage point increase in the proportion of people in 
this category, from 7% in 1993 to 12% in 1996. 

Destinations by highest qualification 

1.1.29 The majority of people who are made redundant are people at the lower end of 
the qualifications spectrum. Evidence from Spring 1996 shows that almost 60% of 
people who were made redundant in the three months prior to their interview were at or 
below NVQ level 2. Of these people, over a third had no qualifications. In contrast only 
16% of people made redundant in the three months prior to interview were at NVQ 
level 4 and above. 

1.1.30 The likelihood of employment following redundancy varies with a person's 
qualifications. People with higher qualifications are more likely to be in employment. 
Evidence from spring 1996 shows that 46% of people at NVQ level 4 and above were 
in employment following redundancy compared to 42% of people at NVQ level 3, 37% 
at both NVQ level 2 and NVQ level 1.' Despite people with no qualifications making up 
20% of those who were made redundant, almost 80% of them failed to gain 
employment following redundancy. 

' . The employment figures refer to people who have found a job by the time that they are interviewed, 
which is on average 6-6.5 weeks after redundancy. 

12 
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Characteristics of the people made redundant across the regions 

1.1.31 The largest number of redundancies occur in Greater London and the rest of 
the South East. The smallest number occur in Wales. However, redundancy rates per 
1000 employees show that people are slightly more likely to be made redundant in the 
West Midlands, the North West, Wales and Scotland in Spring 1996 compared to 
other regions. 

1.1.32 The small numbers involved at the regional level makes a detailed analysis of 
the characteristics of people made redundant difficult. 

Table 4: The number of working age people who have been made redundant in the 

Source: Spring LFS 
*less than l / l O O O  

1.1.33 The DfEE in conjunction with the Scottish Office commissioned a piece of 
research on the impact of redundancies on local labour markets. This research 
suggested that younger workers are more likely to find employment following 
redundancy as are people with higher skills and older workers are more likely to be 
inactive. This would seem to suggest that the broad characteristics that can be 
identified at the national level are true at the regional level too. 

13 
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Conclusions 

1.1.34 Redundancies peaked in Great Britain in 1991. Between 1991 and 1994 they 
declined and since 1994 they have remained fairly stable. The largest numbers of 
redundancies occur in the manufacturing and distribution sectors. . The sector with the 
greatest likelihood of redundancy is construction . The lowest number of redundancies 
is in the transport and communications sector. The sector with the lowest likelihood of 
redundancy is 'other services'. 

1.1 $35 The people who tend to leave their job involuntarily also appear to be feast well 
equipped to find work subsequently. People made redundant are more likely to be from 
low-skilled or manual occupations. The redundancy rate amongst craft and related 
workers and plant and machine operatives is double that of professional occupations. 
What is more, in Spring 1996 almost 60% of people who were made redundant were at 
or below NVQ level 2. Unemployment is the most usual labour market state following 
redundancy (around 50% in Spring 1996) with young people more likely to enter 
employment following redundancy than older people. c 
1.1.36 The regions with the highest redundancy rates in Spring 1996 were the West 
Midlands, the North West, Wales and Scotland. The regions with the lowest 
redundancy rates in Spring 1996 were Yorkshire and Humberside, East Midlands and 
Greater London. 

1.1.37 In summary, the picture that is drawn of people most at risk from industrial 
change is of someone with a lack of basic skills leaving a manual job in an industry 
where overall employment is falling as a share of total employment even if it is not 
falling in absolute terms. However, redundancies can and do occur in all parts of the 
economy for all occupations and ages. 

14 
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1.2 Skills Changes in the Labour Market 

Overview of Skills 

1.2.1 It is possible to identify different groups of skills which are important in the labour 
market: 

BASIC SKILLS 
The basic skills of literacy and numeracy are essential to an individual 
functioning in society as a whole and the labour market in particular. 

KEY SKILLS 
These are general skills which are needed in almost every job. They include the 
ability to work well with others, communication skills, self motivation and 
organisation and basic IT skills. 

VOCATIONAL SKILLS 
These are needed in particular occupations or groups of occupations but a h  
less useful outside these areas. An example may be the ability to use a common 
computer package 

JOB SPECIFIC SKILLS 
The usefulness of these is limited to a much narrower field of employment. They 
are often forms of knowledge rather than skills as traditionally defined 

1.2.2 Such a categorisation is not perfect and it is often difficult to identify the 
boundaries between different types of skills. The demand for education and training to 
generate these skills may be prompted and expressed by individuals themselves or by 
their employer, if they have one. 

1.2.3 The demand for education and training is a product of the skills needed in the 
labour market which in turn is determined by a number of factors, specifically: 

THE CHANGING OCCUPATIONAL STRUCTURE OF EMPLOYMENT. 
Growing occupations will require a new supply of skilled workers. 

( 

THE NEED TO REPLACE EXISTING WORKERS 
All occupations, whether growing or declining, lose workers through retirement 
or for other reasons, so it is important to consider the levels of "replacement 
demand" for workers. 

THE INCREASING SKILL DEMANDS WITHIN OCCUPATIONS 
There is also the need to meet the pressure for upskilling stemming from the 
continuing increase in skills requirements across a range of occupations. 

15 



19 

THE QUALITY OF EXISTING LABOUR SUPPLY 
Even where there is an adequate supply of labour in quantity terms, it is 
important that the quality of this supply also meets employers' needs. In some 
cases there may be a need to raise the skills of the existing workforce up to the 
level needed for them to operate at their most efficient and effective level. 

1.2.5 The rest of this section will look at these four main factors affecting the need for 
skills, in turn. 

1.3 Chanqina Occupational Structure of Employment 

1.3.1 How has the structure of employment been changing and what implications are 
there in this for skill demands? Medium and long term shifts in industrial structure 
mean the occupational make-up of employment is likely to continue to change in favour 
of non manual occupations, especially those which require higher level qualifications. 
In contrast, overall demand for manual occupations will decline. Consequently 
Objective 4 is particularly appropriate in such cases where workers, due to industrial 
change, are being forced to move to new jobs. 

1.3.2 Between 1981 and 1996 higher level occupations saw substantial increases in 
employment. Managers and Administrators increased their share of total employment 
from 13.1% to 16.5%, Professional Occupations from 8.4% to 9.5% and Associate 
Professional and technical Occupations from 7.2% to 9.9%. 

c, 

1.3.3 But over the same period, Craft and Skilled Manual Occupations, Plant and 
Machine Operatives and Other Elementary Occupations saw relatively large fails in 
employment from 17.4% to 12.4%, from 12.1 to 10.1% and from 10.7% to 8.3% 
respectively. 

1.3.4 Business Strategies Limited have recently produced projections of employment 
in the UK to the year 2006 (BSL, 1996) and they expect the trends that have occurred 
over the last couple of decades to broadly continue over the period to 2006. 

1.3.5 Clearly there are significant skill implications of these trends. Overall new jobs 
are most likely to arise in skill-intensive, knowledge-based occupations, in services 
and manufacturing. An increase in higher level qualifications and skills will 'be needed 
to match such occupational change. Those people who are required to move to new 
jobs as a result of these changes are likely to need help through initiatives such as 
Objective 4 to make the transition easier. 

1.4 The Need to Replace Existing Workers 

1.4.1 But even in occupations which are in decline there is a clear need to train people 
to replace those lost to retirement and other occupations. Most importantly, even 
though employment is projected to decline in a range of intermediate, and especially 
low skilled, occupations, new appropriately skilled recruits will be needed to fill some of 
the jobs that remain. 
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1.4.2 The numbers of people being lost from an occupation through retirement, losses 
to other occupations and for other reasons may exceed the numbers of jobs being lost 
through occupational change. This is likely to happen in all occupational groups over 
the next 10 years. 

1.4.3 Those flows between occupations also represent an important group of workers 
who are moving between jobs often due to industrial and technological change, 
although some will be moving as a result of their own career path. Surveys have 
identified typical routes as being from Operative jobs to Craft level occupations for men 
and from Clerical occupations to Associate Professional jobs for men and women (The 
Stationery Office, 1996). 

1.5 The lncreasina Skill Demands Within Occupations 

1.5.1 The increase in the number of higher skilled jobs is only part of the challenge 
which lies ahead. It is becoming increasingly clear that the general skills content within 
most jobs is increasing. The greatest tests to the UK education and training system will 
occur where both numbers and skills are increasing. ; 

1.5.2 Many jobs now require a higher level and a broader range of skills. This trend 
has been brought about by changes such as new business and production systems, 
often based on new technology, and increasing emphasis on quality and customer 
care. 

1.5.3 The Employment in Britain Survey (PSI 1993) confirms an increase in the skill 
demands of work. Between 1986 and 1992 individuals saying that their job required no 
or low level qualifications declined, whereas those requiring higher level qualifications 
increased. 

1.5.4 It is of course possible that this trend could, at least in part, be explained by the 
general move towards higher level work, but people's own accounts of skill change at 
work suggests that a more specific trend is taking place. The Survey found that, for all 
occupation level, employees were more likely to have experienced an increase than a 
decrease in their skills between 1986 and 1992. 

i 

1.5.5 One of the key recent changes has been the move away from "Taylorism" or 
"Fordism" where work was divided up into small tasks each of which by itself required 
very little skill. Workers would then specialise in particular tasks. 

1 S.6 Under the intense competitive pressures of global markets, firms are increasingly 
seeking to concentrate on more customised products involving shorter production runs. 
They are consequently abandoning the simple productiqn line approach and 
reorganising round small manufacturing teams whose members are often required to 
be multi-skilled and who have more discretion in organising their work. This alternative 
approach, combined with the increasing emphasis on improving quality, is also 
increasing the level and variety of skills required by front line supervisors. 
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1.5.7 The 1996 Skill Needs in Britain Survey found that 74% of employers thought the 
need for skills in the average employee was increasing. The main reasons given for 
this increase were changes in processes or technology and changes in work practices 
or multiskilling. However, competitive pressures such as changing the services 
provided by the company, keeping ahead of competition and greater focus on 
customer service were also important. 

1.5.8 The DfEE is conducting a programme of research to assess skill changes within 
a spectrum of key occupational areas ranging from Senior Managers to Process 
Workers and Engineers to Sales Assistants. 

1.5.9 The first report on Secretaries (IES, 1996), a female dominated occupation, 
found that, despite the computerisation of the office environment and widespread use 
of IT among managers and professional staff, the role of the secretary is still important. 
Indeed in flatter organisational structures, secretaries are assuming a wider range of 
roles, being given increasing responsibility and autonomy and are expected to have 
higher level, especially technical and social, skills. 

1.5.10 Skill requirements vary according to the nature of secretarial roles and functions 
in organisations. In most cases secretaries continue to be important support workers 
by providing administrative back up and gatekeeping information. But increasingly they 
are also taking on the roles of a Team worker and Independent worker. 

c 

1.5.1 1 The conclusions of the researchers give clear indications that skill requirements 
within secretarial occupations have widened and increased and underline the 
importance of effective education and training. This research has now found similar 
evidence of higher and broader skill requirements across a range of other occupations 
including Sales Assistants, Care Workers, Process Workers and Senior Managers. 

1.5.12 The pressures placed on the modem enterprise operating in a competitive 
business environment, and the general broadening of skill requirements, also puts an 
increased emphasis on the development of key skills. These tend to revolve around 
the individual's ability to communicate (in all senses of the word), motivate (themselves 
and others), solve new problems and encourage flexibility. 

1.6 The Quality of Existincl Labour Supply: Underqualification of Existinq 
Workers and Other Shortages 

1.6.1 The previous sections have analysed the push in the direction of higher, broader 
and better skills, explaining the likely implications of a shift towards higher level jobs 
and the increasing skill requirements within many occupations. 

1.6.2 But how can we assess whether we are supplying the skills we need? Skill 
deficiencies could manifest themselves in two main ways: 

Quantitative shortages: an increase in the number of job vacancies which employers 
find hard-to-fill; and 

10 



22 

0 Qualitative shortages or long-term deficiencies: a reduction in business 
efficiency where employers recruit, or already employ, people who are not 
fully competent. This suppressed skill shortage arises when employers adapt 
their recruitment standards and working practices to the available supply of 
ski I Is. 

Quantitative Shortages 

1.6.3 Measures of current and recent skill shortages may indicate where shortages 
are likely in the near future; but have to be treated with caution. They mainly reflect 
reported recruitment difficulties and affect business and economic performance only at 
the peaks of the cycle. 

1.6.4 Not all of these recruitment difficulties are due to skill shortages. Jobs can be 
hard-to-fill for other reasons. For instance they may have poor working conditions or be 
relatively poorly paid. Some lower skilled and paid occupations are heavily dominated 
by women (whereas other perhaps higher skilled and better paid men). 

1.6.5 Whilst various sources show that the level of recruitment difficulties facing firms 
has been stable for a couple of years or so, not all occupations are affected equally. 
The Skill Needs in Britain Survey (PAS 1996) showed that 20% of hard-to-fill 
vacancies were in Associate Professional and technical occupations and a further 18% 
in Personal and Protective Service occupations. These were both groups seeing large 
increases in numbers. 

i 

1.6.6 Fourteen per cent of hard-to-fill vacancies were in Craft and Skilled Manual 
occupations. While this occupational group is relatively large anyway, the fact that it is 
in deciine but still facing problem vacancies demonstrates the importance of ensuring 
that a skilled workforce is readily available to replace those leaving such occupations. 

Qualitative Shortages and Long-Term Deficiencies 

1.6.7 But a lack of current reported skill shortages, and some doubt over how great 
their impact is, is no reason for complacency. Arguably more important are thoy 
shortages which are established deficits to which employers may have adapted their- 
behaviour over a long period. 

1.6.8 Such deficiencies are not usually measured by skill shortage surveys. But they 
are important since they affect business performance not just as cyclical peaks but 
during the long-term as well. Such deficiencies affect the competitiveness and 
productivity of the UK economy. 

1.6.9 One example of this problem is where employers, despite having no problems 
recruiting people to their vacancies, may find that their existing workforce skills hamper 
their attempts to improve productivity and move into new markets. 

, 
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1.6.10 Underlying changes leading to upskilling have increased the importance of key 
or generic skills. In the 1996 Skill Needs in Britain Survey, 20% of employers thought 
there was a significant gap between the level of skills their current employees had and 
those they needed to meet current business objectives. 

1.6.1 1 The most common problems were management skills, general communication 
skills, computer literacy and personal skills, Other sources such as the Basic Skills 
Agency conclude that, while few people are illiterate or innumerate, around 1 in 6 
people have a low level of competence in basic skills. 

1.6.12 Another useful measure of the extent to which current workers lack the skills 
needed to carry out their work is to consider a snapshot of the qualification levels of 
people working in various occupational groups. 

C 

1.6.1 3 In many cases it is clear that the skills of the existing workforce cannot match 
the needs of the organisation and so limit the ability of businesses and the economy to 
meet productive potential. Even in key intermediate occupations with the highest 
qualification rates, little over one half of employees have a qualification of the right 
level. 

1.6.14 getting a sufficient supply of skill is obviously important. It depends crucially on 
investment by employers and individuals in developing the right skills. 

1.7 Organisational innovation 

1.7.1 Overall, UK companies are re-organising towards units that are more flexible 
with a focus on increased team working, multi-skilling and employee inv~lvement.~ 
Such innovation can make substantial contributions to the competitiveness of a firm. 

1.7.2 This change is most marked in larger companies which are creating smaller, 
more autonomous business units or teams which are able to respond flexibly to 
product and process change.' Research commissioned by the DfEE also highlights 
the fact that "delayering" and "job loading" have come hand in hand with "greater 
responsibility for self management, self learning, more customer interface and greater 
clarity in staff roles and accountability 'I. These or anisational changes are geared 

. 

c I 

towards increasing empowerment and accountability. 3 
4.7.3 The organisational changes that are taking place have been implemented with 
increased use of information Technology. 

1.7.4 Like technological innovations, organisational innovations can help firms make 
savings in resources used. For example, the use of the Just in Time process reduces 
the need for storage space. Organisational innovation can also enable organisations 

. P.Kettley (1995), Is Flatter better ? Delayering the Management Hierarchy, Institute for Employment 
Studies, report 290, referred to in A. Rajan, A.Jaspers, P. Van Eupen (DfEE, November, 1996). Britain's 
Flexible Labour Market, What next ?, p.34. 
. Rajan et at (1996), p.34. 
. Rajan et a1 (1996), p.35 
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to adapt products to changing markets. 

1.8 Conclusions on industrial and Technoloqv Chanae 

1.8.1 The result of these changes, compounded by the arguably poor levels of skill in 
much of the workforce, means that there are clear groups that are being affected by 
industrial and technological change, who require to move to new jobs or to respond 
effectively to the changing demands of their existing jobs. Enhancing the skills of these 
groups increases the supply of skills in the economy and therefore helps to improve 
competitiveness. It is therefore these groups which should be given priority from the 
support offered through Objective 4 and include: 

UNSKILLED AND SEMI-SKILLED MANUAL WORKERS 
Many of these workers need to make the transition to employment in the service 
sector and may need improved basic literacy and numeracy, general 
communication skills and interpersonal/customer care skills. Those semi-skilled 
production workers who remain will require better communication and 
interpersonal skills to work in flexible teams and will need sufFicien 

basic problems. 
understanding to be able to monitor complex automated systems and diagnos i 
CRAFT WORKERS 
Some of these workers will need to make the transition to services; others will 
need to upgrade their skills to deal with more advanced technology in their 
current jobs (especially maintenance craftsmen) with more emphasis on 
understanding complex systems rather than just requiring traditional manual 
skills 

CLERICAL AND SECRETARIAL WORKERS 
These will need to adapt to new IT systems which have cut out some of the 
more traditional tasks. These workers will need to have a broader understanding 
of systems and undertake a broader range of tasks. Some will also need higher 
skills to make the transition to junior managerfiront line supervisor jobs 

( JUNIOR MANAGERS AND ASSOCIATE PROFESSIONALS 
This group will need more IT skills, understanding systems, the ability to deal 
with greater responsibility brought about by flat hierarchies and the ability to 
manage quality improvement processes. 

. P.Kettley (1 995), Is Flatter better ? Delayering the Management Hierarchy, Institute for Employment 
Studies, report 290, referred to in A. Rajan, A.Jaspers, P. Van Eupen (DfEE, November, 1996), Britain's 
Flexible Labour Market, What next ?, p.34. ' . Rajan et at (1996)' p.34. 
. Rajan et al (1996), p.35 
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CHAPTER 2 

Government strateqv for workforce skills 

Introduction 

c 

2.0 The strategic framework for policy on workforce skills in Great Britain is agreed by 
Ministers collectively. Within the agreed framework the Secretaries of State for 
Education and Employment, Scotland and Wales develop policies to meet particular 
English, Scottish and Welsh circumstances. This means that there will be variation 
between the policies pursued across Great Britain. 

2.1. Overall strateqv 

Lifelong Learning 

2.1.1 The Government believes that investment in Lifelong Learning is critical to our 
economic success, to social cohesion and to personal fulfilment. Everyone should be 
given the opportunity to develop new skills and use their abilities to the full. With the 
commitment of all the key partners - employers, individuals, trade unions, education 
and training providers and Government - learning through life can become the norm for 
everyone. Employers must ensure that their workforces have the skills they need. 
People must be given the opportunity to develop their own potential. They should feel 
motivated and empowered. 

2.1.2 The Government believes that a combination of basic attainment levels for all 
and providing opportunity for high quality lifelong learning is the key to providing the 
UK with the skilled and responsive labour market that will ensure the UKs 
competitiveness continues into the next century and beyond. 

2.1.3 Workforce development is seen as a priority to increase competitiveness, 
improve the employability of individuals and reduce social exclusion. This is against a 
background of increasing demand for higher level and transferable skills; a growing 
awareness of the importance of creativity and intellectual capital; falling demand for 
narrow occupational skills; and a greater demand for basic skills. 

C, 

2.1.4 Improved access and provision, and increased take-up are required to ensure 
that learning continues throughout working life. Investors in People will continue to set 
the standard for effective investment by employers in training. New initiatives such as 
the University for Industry, Individual Learning Accounts aim to improve provision and 
access to learning opportunities. 

2.1.5 The UK Government has set challenging national targets for raising skill levels. 
The current aim is to increase the proportion of the workforce who have NVQs at 
levels 3 and 4, or equivalent qualifications, and many more employers to be 
recognised as Investors in People. Following a recommendation from the National 
Council for Education and Training Targets, the Government is currently carrying out 
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an extensive consultation exercise on what national targets there should be in the 
future. It is expected that we will be in a position to announce new National Targets in 
Spring 1998. 

2.1.6 The UK Government believes in partnership with individuals and firms to 
encourage investment and participation in training and continuous learning. Learning 
new and improved skills in order to increase the ability both to retain employment and 
to get another job quickly after losing a job is vital not only for the employability of the 
individual but also the competitiveness of the UK The Government is committed to 
promoting adult learning at work.. 

2.1.7 The Government is working to develop a framework which encourages 
participation in training and continuous learning. This will try to extend the principle of 
lifelong learning to more and more people by involving and encouraging individuals 
and firms who were previously unable or unwilling to undertake the necessary 
investment in skills 

2.1.8 This framework will, where appropriate, make use of new technologies and ta 

are two new initiatives; the University for Industry and Individual Learning Accounts. 
The University for Industry is a new resource which will open up opportunities to help 
adults realise their potential. Work is also underway to develop the concept of 
Individual Learning Accounts which could be an effective vehicle to help people take 
more responsibility for developing their own careers by investing in their own skills. 

into account new ways of working and production techniques. Central to this 

2.1.9 The Government also believes that it has a role in extending lifelong learning to 
those individuals and firms who had under-invested in skills in the past. This strategy, 
the analysis in Chapter 1 and the early evaluation of Objective 4 programmes in other 
countries all point to a greater emphasis and targeting on basic skills for the individual 
and increased effort on small and medium sized enterprises (SMEs). Not only is 
employer training currently very much skewed towards the more highly qualified and 
against those without basic skills but also those without basic skills are most at risk of 
suffering from industrial change. Similarly, small firms face the greatest barriers in 

business. Not only that, but investment in basic skills currently tends to be restricted T r  t 
terms of time, cost and the perceived relevance of training provision to the needs of t  

large companies so individuals without basic skills in small firms are doubly 
disadvantaged. 

2.1.10 The UK Government is committed to promoting equal opportunities for women 
and men and to do this it believes that equality of opportunity should be considered 
routinely in developing, implementing, monitoring and evaluating and reviewing 
policies i.e. mainstreamed. This approach is in line with the Council resolution on 
mainstreaming equal opportunities for men and women in the Structural Funds and the 
objectives of the EU 4th Action Programme for Equal Opportunities between Women 
and Men. 
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2.1.1 1 Developments in technology and organisational change are having a 
considerable impact on the way work is carried out and in working patterns. New 
technology also offers the opportunities for flexible and home working. Activities under 
Objective 4 offer the opportunity to encourage and train both male and female 
employees to take up the occupations in areas and at levels of seniority where they 
may previously have been under-represented; and to develop new skills and adopt 
working arrangements that facilitate reconciliation of work and family life. 

individual Learning Accounts (IlAs) 

2.1.12 The Government recognises that employers play the leading role in the 
development of the skills of the workforce but it is also committed to encouraging 
individuals to play an active part in furthering their own development and improving 
their employability. 

2.1.13 The Government is therefore testing the concept of individual Learning 
Accounts, which could help empower individuals to gain the skills they, and employers, 
need. lLAs could be particularly effective in fostering a sense of shared responsibility 
for lifelong learning. Over the next year the Government will be consulting and 
undertaking development work with a view to introducing a national framework that will 
look at the potential use of fiscal or other financial incentives. Government will partly 
fund up to one million targeted accounts for particular groups in the labour market, with 
a small contribution from individuals. Employers will also be encouraged to contribute. 
It is hoped that Objective 4 will support ILA projects once the specifications are clear. 

University for industry 

2.1.14 The University for Industry will also bring new opportunities to individuals who 
want to develop their own potential. Not in itself a provider of courses and materials, ii 
will act as a focal point and catalyst to improve co-ordination and effectiveness and 
widen access to learning of all kinds. The Ufl's role will include: 

brokerage of information and services from existing suppliers 

commissioning of new learning materials to fill gaps identified in provision 

"kitemarking" of the provision accessed through it, and 

strategic review of the evolving system in order to identify strategic priorities. 

2.1.15 The use of new technology to further individual development and enhance 
skills will be at the centre of the University's aim. 

2.1.16 Access to good quality information advice and guidance is crucial in helping 
individuals to feel empowered and make informed choices about their development. 
Provision for this service will form a fundamental part of Ufl. 

2.1.17 Objective 4 Funds would be available for Ufl projects that develop products to 
7elp the Objective 4 target groups. 
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Investors in People 

2.1.18 Investors in People is the National Standard for effective investment by 
employers in training. It sets a level of good practice for improving an organisation's 
performance through its people. The Standard helps to improve business performance 
by linking the training and development of employees to an organisations business 
objectives. It is based on a rigorous Standard which includes the requirement for 
organisations to have and implement an equal opportunities policy. The Standard is 
delivered locally via Training and Enterprise Councils (TECs) and Local Enterprise 
Companies (LECs). 

2.1.19 The Investors in People Standard is a cornerstone of the Government's 
Lifelong Learning agenda. The Standard provides a framework for Lifeleong Learning 
in the workplace. Both employers and employees benefit. For individuals, developing 
transferable skills and acquiring qualifications enhances their employability. 
Employers benefit from a more highly skilled and motivated workforce which leads to 
increased efficiency and profitability. 

2.1.20 Many organisations in the UK do not work in isolation and have strong links 
with suppliers, distributors and clients. The Investors in People Standard could be 
used within existing relationships as a framework to develop shared approaches to 
learning. The benefits will be greater efficiency, flexibility, capability and higher quality 
and delivery conformance. Commitment to the Standard, and ultimately recognition as 
an Investor in People, can provide all partners with tangible evidence that they are 
working towards, or meet, the national Standard. 

i 

2.1.21 Across the UK, there are currently over 7,800 organisations recognised as 
Investors in People. A further 21,000 are committed to the Standard. Penetration 
among organisations with 50-1 99 employees is progressing reasonably well with 9% 
recognised as Investors in People and a further 20% committed to the Standard. To 
date, over 10,000 small organisations with between 10-49 employees are either 
committed to or have achieved the Investors in People Standard. We estimate that 
only 0.2% are recognised as Investors in People.' A Key priority for Government '9 

them improve the skills for their employees. It is hoped that Objective 4 will assist with 
innwative approaches. 

therefore improving access to the Investors in People Standard for small firms to h A 

Figures current as at 28.9.97 
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Other key activities 

2.1 22 Over the past decade, there has been a growing interest in the concept of 
Employee Development Schemes, in which employees are given an annual financial 
entitlement by their employer to spend on a learning activity of their choice. Employee 
Development Schemes are a step towards creating learning organisations, by 
encouraging employees to take responsibility for their own learning and assisting in 
overcoming many barriers to learning faced by employees. They are particularly 
intended to attract low skilled employees with few existing qualifications, encouraging 
them into learning with the goal of enhancing their employability. Expansion has been 
considerable, especially amongst SMEs, and some 800 companies now have an 
Employee Development Scheme. Potentially, there are links between Employee 
Development Schemes and Individual Learning Accounts. 

2.1.23 Creation of a learning society can only be achieved through partnership. The 
emergence of "Learning Towns" and "Learning Cities", in which partners work 
together locally to improve participation and levels of achievement, has captured the 
imagination. Learning Towns and Learning Cities are not unique to the UK and there 
are a number of mature models elsewhere in Europe. Much useful work was done 
during the European Year of Lifelong Learning. There are now some 25 Learning Town 
and Learning City projects throughout the UK. 

c 
Local Competitiveness Budget 

2.1.24 Government also provides support through TECs and Business Links in 
England for businesses that face particular barriers to company development through 
improved skills. This support is provided through the Local Competitiveness Budget 
which aims to: 

"improve business performance so that businesses can compete successfully at home, 
in the rest of Europe and throughout the world. This will be through effective 
investment in the development and management of people and, primarily through 
Business links partnerships, the increased use of business support services." 

2.1.25 TECs have flexibility, against a number of objectives to design provision that 
meets local needs. Smaller firms may face particular barriers to training that are 
related to their size, and TECs are set the following objective under the LCB: 
"improving skills in smaller companies with the potential to grow (particularly those with 
fewer than 50 employees) including working towards Investors in people recognition". 

c 
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2.2 fnformation 

Anticipating skill needs and networking information 

Skills and Enterprise Network 

2.2.1 Up to date, accurate and comprehensive information is the key to the efficient 
operation of the training and education market. The Skills and Enterprise Network, 
launched in 1991, is the DfEE's main channel for disseminating research and 
development outcomes and information on labour market trends. The Network offers a 
quarterly package of quantitative and qualitative information, relevant to training, 
education and enterprise decision makers. 

2.2.2 The Network has a site on the lntemet and distributes around 18,000 copies of 
its publications annually. Approximately 97% of its members use the information that 
they receive and 64% use the information to inform their day to day business 
decisions." 

Other publications 

2.2.3 The Government commissions a variety of research studies into skill needs on a 
regular basis. The annual Skill Needs in Britain Survey is the most widely used survey 
of skill needs and training uptake. Over 4,000 employers are contacted for the 
research which takes place over 4 months each year. In addition to this survey, the 
Department for Education and Employment also commissions ad hoc studies into skill 
need and changes in employer/employee relations, organisational changes and 
production techniques. In Wales, The 'Welsh Employers Survey" and the Welsh 
Education and Training Survey are currently undertaken every two years. 

Technology Foresight 

2.2.4 The UK (Technology) Foresight Programme aims to identify opportunities in 
markets and technologies which will enhance the nation's competitiveness and hence 
its prosperity and quality of life. Responding to the education and trainin 

initiative, supported the production of a report entitled 'Technology Foresight - 
Nurturing the UK Skills Base'. 

recommendations from the Foresight panel reports, DfEE, as part of its ITO. Foresig tl: 

Local level anticipation 

2.2.5 TECs, LECs and Further Education Colleges undertake and participate in 
partnership studies at local labour market level. The new network of National Training 
Organisations (NTOs) carries out research to identify labour market trends and 
emerging skill and training needs at sector level. 

' O  . 1995 RSL survey of Skills and Enterprise Network members. 
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Careers Education 

2.2.6 Career management skills which enable individuals to plan and develop their 
career are important to ensure the workforce is flexible and capable of handling 
change. The Education Act 1997 includes provisions which will mean that careers 
education forms part of the curriculum taught in schools. 

Providinq and encouraaincr traininq 

Training for Work 

2.2.7 The Government also helps businesses through some aspects of Training for 
Work, its main training programme for unemployed adults. TMI can help firms by 
providing financial support to cover the cost of training needed to compensate for the 
employability and skills deficit of the recently recruited long term unemployed. In 1996- 
97 35,000 employed people benefited from support under Training for Work, with the 
majority of these working in SMEs 

Modern Apprenticeships 

2.2.8 Modern Apprenticeships provide training for young people to a minimum of 
NVQ3 plus the breadth and flexibility that industry needs in its young recruits. Since 
the introduction of the initiative in September 1995, 69 industry sectors have 
developed training frameworks for Modern Apprenticeships and over 90,000 young 
people have started their training. 

2.2.9 National Traineeships, which will build on the design features of Modem 
Apprenticeships to provide young people with training to NVQ level 2 plus key skills, 
are currently under development. 

Career Development Loans 

2.2.10 CDL is run in partnership with 4 high street banks and offers deferred 
repayment loans to help individuals pay for vocational training of their choice. Loans of 
between f300 and f8,000 can be applied for to support two years of training, plus (if 
relevant) up to one year's practical work experience where it forms part of the course. 
Since the start of the scheme in 1988, 90,082 loans have been approved with a total 
loan value of f276.5 million. Programme provision allows for more than 54,500 new 
loans over the next three years. 

Tax Relief for Vocational Training (VTR) 

2.2.1 1 Support to employees themselves is an integral part of the Lifelong Learning 
strategy, with f84m of tax relief in 1996 going to help workers to get vocational training 
for themselves. 
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Gateways to Learning 

2.2.12 The Gateways to Learning Initiative aims to develop adult guidance networks 
demonstrating the benefits of guidance to employers, individuals and training 
providers. In Wales there is a separate Adult Advice and Guidance Initiative 

The Single Regeneration Budget (SRB), 

2.2.13 In England, the SRB was set up as part of a package of measures to make 
Government more responsive to local needs and priorities. This is a fund of *public 
money which will help to improve local areas and enhance the quality of life of local 
people by tackling need, stimulating wealth creation and improving competitiveness. In 
Wales a similar fund (the Strategic Development Scheme) exists, which is largely 
devolved to individual local authorities to administer. 

Regional Selective Assistance 

2.2.14 The responsibility of the DTI, the Scottish Office and the Welsh Office, t v  
Regional Selective Assistance (RSA) scheme aims to create and safeguard jobs in t k  
Assisted Areas of Great Britain. By encouraging sound projects, including 
internationally mobile investment, RSA contributes to tocal competitiveness and 
regeneration. Almost all businesses investing in manufacturing, and in service 
industries which serve a wide rather than a local market, can apply for a grant to offset 
new spend on fixed assets. International investors are increasingly attracted to 
packages of support, made up by RSA, training, property and infrastructure (e.g. 
through project participation by TECs and English Partnerships and their Scottish and 
Welsh equivalents). 

Information Society Initiative 

2.2.15 Recently, DTl also launched an information Society Initiative. That initiative 
brings together within a single framework, a comprehensive set of activities to promote 
the beneficial use of the new information and communication technologies (ICTs) in the 
UK. SMEs are a particular focus of the initiative. 

2.3 Partners 
L 

2.3.0 A wide range of organisations are involved in the field of helping workers adapt 
to industrial change, and helping SMEs. Those listed are likely to be involved in some 
part of the process. Those represented on the National Monitoring Committee are 
listed in section 4. 

Training and Enterprise Councils 

2.3.1 Training and Enterprise Councils (TECs), which were set up as locally based 
companies with employer-led boards, primarily to help remedy supply side failures by 
stimulating investment in skills, fostering economic growth and contributing to the 
regeneration of their communities. In addition, they were established to make 
Government programmes more effective and relevant to the labour market. 
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Local Enterprise Companies 

2.3.2 There are 22 Local Enterprise Companies in Scotland who deliver a range of 
functions on behalf of Scottish Enterprise (SE) and Highlands and Islands Enterprise 
(HIE) within their respective areas. SE and HIE are non Departmental Public Bodies, 
established by the Enterprise and New Towns (Scotland) Act 1990 whose powers help 
integrate a range of economic, skills and environmental development functions. Their 
four main functions are: 

a) furthering the development of Scotland’s economy and that connection providing, 
maintaining and safeguarding employment. 
b) enhancing skills and capacities relevant to Scotland and assisting persons to 
establish themselves as self employed persons there; 
c) promoting Scotland’s industrial efficiency and international competitiveness; and 
d) furthering improvement of the environment of Scotland 

2.3.3 The two networks of Local Enterprise Companies are responsible for delivering a 
wide range of economic development programmes, often in conjunction with key local 
partners. Activities focus on all aspects of business development (for new, existing 
and foreign companies) in addition to generic activity related to trade development, 
physical business infrastructure, skills development and assistance for those excluded 
from the labour market. Within the context of Objective 4, a wide range of business 
and skills development programmes are directly relevant, helping to anticipate 
economic change and adapt to the emerging knowledge economy. 

c 

Business Links 

2.3.4 The Business Link network has 89 Business Link partnerships operating through 
more than 250 outlets, making Business Link services accessible to every business in 
England. Business Links are private sector organisations that are based on a 
partnership of local business organisations and provide a single point of access to a 
wide range of high quality business support services, including those previously 
delivered separately by the partners. It is Government policy that all DTI business 
support services for SMEs are delivered through Business Links. c 
2.3.5 The Business Links offer a range of core services, including grant and support 
schemes, marketing and exporting, technology, innovation and design, finance, 
regulatory and licensing requirements, legislation and standards, patents, 
environmental issues, and management, training and human resource development. 
The front line players are the Personal Business Advisers (some 600 in total) who work 
closely with SMEs to understand their business and its opportunities and assemble a 
package of help tailored to the needs of each individual business. 

Business Connect Wales 

2.3.6 In Wales Government offers a single point of access to the business support 
infrastructure through Business Connect .This service provides access to a network 
of organisations which provide business support services, involving the TECs, local 
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enterprise agencies, the Welsh Development Agency, Unitary Authorities, educational 
establishments, Chambers of Commerce and representatives of the Private sector. 
Business Connect through a network of over 30 Business centres, the organisations 
involved have established effective working relationships at the local level to ensure 
the delivery of a coherent and high quality business support service incorporating 
training and development initiatives which help to improve business performance. 

Business Shops - Scotland 

2.3.7 In a similar way in Scotland, 37 Business Shops work in partnership with 
Scottish Enterprise and the LECs in particular by helping to signpost Government 
funded business support services. 

FE Colleges 

2.3.8 Colleges of Further Education provide education and training leading to 
qualifications ranging from basic skills to post graduate level, including short 
customised courses. teaming may be full time, part-time, day release or eveniy 
study; through open and distance learning: in colleges, in the workplace or ih 
community locations. Over 3.5 million students enrol annually. Colleges also provide a 
range of other activities, both integrated within learning programmes and associated 
services. These include work simulation, job placement schemes, diagnostic 
assessment and accreditation of prior achievement, recording achievement, 
educational and careers guidance. Direct provision and additional support systems to 
mainstream programmes are in place for people with basic skills or English language 
needs and for those with learning difficulties and disabilities. 

The Careers Service 

2.3.9 The Careers Service is a national network of companies with employer led 
boards, whose remit is to provide comprehensive and impartial careers information and 
guidance. Careers sewices provide a free service to students in schools and Further 
Education colleges. Many services also provide information and guidance to adults. 
Similar arrangements apply in Wales and Scotland. 

National Training Organisations (NTOs) 

2.3.10 National Training Organisations national, sector based organisations which 
represent employers and reflect the employment needs of their sectors provide the 
national perspective to complement the more localised provision of TECs and LECs. 
The nature of these sector organisations is changing at present. The three existing 
networks of Industry Training Organisations (ITOs), Lead Bodies (LBs) and 
Occupational Standards Councils (OSCs) are being replaced by a single network of 
National Training Organisations (NTOs). The aim is to rationalise current 
arrangements by identifying one single network of organisations which can operate 
widely and strategically with the support of their employer base. To be recognised as 
NTOs, sector bodies must demonstrate how they meet demanding national quality 
standards. 
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2.3.1 1 NTOs have direct links with employers, and are needed to produce the national 
occupational standards which underpin National and Scottish Vocational Qualifications 
(NVQs and SVQs). They also lead in developing Modem Apprenticeship and 
Traineeship Frameworks), identtfying and developing ways to improve the take up of 
recognised qualifications, and promoting progress towards the National Targets for 
Education and Training, through Investors in People, lifelong learning, strategies for 
raising skills in small firms and skills benchmarking. They give guidance to local 
training providers to convey best practice, and carry out research to identify emerging 
skill needs in their sector. Their strategic approach seeks to raise skill levels and 
focus them to meet the changing needs of sector businesses, working through 
partnerships with TECs, LECs and other organisations. 

Investors in People UK 

2.3.12 Investors in People UK is a Non Departmental Public Body which works with 
Government to lead the national development and promotion of the Investors in People 
Standard. Investors in People UK is the custodian of the National Standard and the 
quality assurance arrangements for the assessment and recognition process. Its aim 
is to contribute to the increased performance and competitive advantage of UK 
organisations by establishing, through the Investors in People Standard, the framework 
for effective training and development to meet business objectives for all people in 
employment. In meeting this aim, Investors in People UK works in close consultation 
with TECs, Business Links, NTOs and Chambers of Commerce. 

Basic Skills Agency 

2.3.13 As indicated in Section 1 of this plan, research indicates that around one in six 
people may have a low level of competence in basic skills sufficient to affect their 
ability to function and progress at work. A number of initiatives are in place or are 
being developed to address basic skills needs - in schools, in post-school provision 
and in programmes for the unemployed. To date a limited number of employers 
provide basic skills learning opportunities as part of employee development schemes. 

2.3.14 The Basic Skills Agency (BSA) is the government-funded national development 
body for basic skills in England and Wales. Its main object is to promote and advance 
basic skills education and to help improve standards of literacy, numeracy and 
communication skills working together with other agencies responsible for basic skills 
education. It does so through the provision of research, promotional material and 
publicity campaigns and grants to schools and others, including employers, to develop 
strategies to improve basic skills. 

c 
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Local Authorities and SMEs 

2.3.15 In addition to central government actions, some activity in this field is carried 
out by local authorities, who have responsibilities for economic development matters 
and regional development agencies who have built up expertise in supporting and 
counselling small firms. 

Higher Education 

2.3.16 Higher Education Institutions provide training courses for those in 
employment and research into skill trends and training needs. They also develop new 
approaches to learning based on the use of new technology and learning methods. 
Many Universities have departments that investigate labour market trends and produce 
responses to the needs of companies when faced with the problems of industrial 
change. 

Economic and Social Partners 

A range of Economic and Social Partners are involved in the development design anL 
implementation of programmes which relate to the development of the workforce. One 
example of this partnership is the TUC's and "Bargaining for Skills" initiative, which 
has helped union representatives negotiate with management to deliver high quality 
learning opportunities for the workforce. 

I 

2.4 Competitiveness 

2.4.1 The Government is committed to raising the competitiveness of the UK, 
generating high levels of income and employment. Encouraging the development of 
skills across the workforce and raising participation in the labour market is central to 
this. 

2.5 Strateov for emplovers 

2.5.1 The Government recognises the immense value that SME employers bring 
the UK economy both in terms of job creation but also in terms of innovation anu 
creativity. It is important to back small firms and to encourage small firms to play their 
part in developing the skills of their employees. 
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Strategy for SMEs 

2.5.2 There is already a range of measures specifically targeted to help foster the 
development and transfer of skills in SMEs, including: 

Small Firms Training Loans offer deferred repayment of loans for between f500 and 
f125,OOO to meet business objective related training costs and consultancy to assist 
firms in drawing up training plans; 
the Teaching Company Scheme (TCS) and other related people transfer schemes, 
which are designed to encourage academia and industry (particularly SMEs) to work 
together with the aim of facilitating the transfer of technology and expertise. The 
schemes are also intended to demonstrate to industry the benefits of employing 
graduates; 
The Shell Technology Enterprise Programme (STEP) which places undergraduates in 
SMEs for 8 weeks over the summer vacation to work on projects identified by the 
companies. STEP aims to encourage SMEs to consider employing graduates and to 
encourage undergraduates to take up careers in SMEs. 
the Focus Technical programme which provides support to Research and Technology 
Organisations and Higher Education Institutions for reviews and projects to match 
technology transfer activities to SMEs needs; 
Business Links, as well as Business shops and LECs in Scotland which offer a broad 
range of business support services, including access to specialist counsellors such as 
Innovation and Technology Counsellors. 
Management Development via MCI and the Small Firms Lead Body; 
Skills Challenge which provides awards to groups of small firms which devise 
innovative solutions to meet joint training needs. 
TECs and LECs have specific objectives to work with SMEs. The exact design and 
delivery of the assistance is for TECs to determine in line with local need. It will lead 
to e.g. the achievement of Investors in People and for smaller companies and it may 
lead to an improvement in their in house capacity to train. 

C: 
2.5.3 Small firms are the bedrock of British industry. Nearly half the workforce are 
employed in small firms and they are a major source of new jobs. However, small firms 
often face problems in relation to skills and training and their take up of Investors in 
People is still too low. During the year (1997-98) a small number of development 
projects will be funded to explore what can be done to improve the take-up of the 
Investors in People Standard in enterprises with about 1049 employees. The good 
practice developed will be made available to all TECs and LECs nationally through 
Investors in People UK to help other small firms. It is intended that Objective 4 will be 
used to support this provision. 

2.6 Innovation 

2.6.1 A key feature to encourage in Objective 4 activities will be innovation. Within 
the context of the European Social Fund, the ADAPT Community Initiative will give 
some help to projects in identifying good practice and attempting to mainstream this 
into Objective 4. However, the Government is already involved in promoting innovation 
in a variety of ways. 
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Innovation in Training 

2.6.2 The DfEE is taking three key actions to encourage the use of innovative training 
methods. Firstly, it is helping employers and suppliers to make effective use of 
technology-based training by setting up Technologies for Training (Tff), a national 
service. T f f  will monitor and assess research, developments and good practice, and 
disseminate this to organisations that advise employers, training providers and training 
developers. 

2.6.3 Secondly, through the Flexible Training Strategies programme, TECs and LECs 
(see 2.3.1) are being helped to develop and implement plans to promote open and 
distance learning methods in their communities. 

2.6.4 Thirdly, to encourage confidence in new learning methods support is being given 
to the development of a formal, voluntary quality assurance system for open and 
distance learning. The system will be operating in pilot form this year and should be 
fully operational next year. 

DTI Innovation Unit t 

2.6.5 The DTl’s Innovation Unit, which consists of around twenty secondees drawn 
from a diverse range of backgrounds, including marketing, banking, process and 
product development, science, engineering, technology and education, together with a 
smaller number of officials, is responsible for a range of networking and facilitating 
activities to encourage innovation. The Unit seeks to influence key opinion-formers and 
organisations at the local, regional, national and sectoral levels in adopting and 
spreading the message that innovation - the successful exploitation of new ideas - is 
key to improved performance, international competitiveness and sustained growth. The 
Unit works to collect and spread best practice and to encourage the development of 
networks which can help to foster the growth of the innovation culture. 

2.7 EC Emplovment framework 

The EU-wide framework for employment ~. 

2.7.1 In strategic terms, the contribution of the European Social Fund is to 
complement and support appropriate national efforts in directions specified in the 
Regulations, but which are clearly additional to national programmes, whether 
governmental or non-governmental, and in line with the principles of partnership, 
concentration and programming. The Conclusions of the Council of Ministers on the 
White Paper on Growth, Competitiveness and Employment, and the conclusions of the 
European Council in Essen, endorsed by the European Council in Madrid, have 
provided an EU-wide framework establishing priority themes for investment in human 
resources in order to improve the competitive capacities of the Member states. 
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c 

2.7.2 The White Paper on Growth, Competitiveness and Employment, together with 
the European Commission's Medium-Term Social Action Programme 1995-1 997 , 
stressed the idea that economic growth, even though its impact on employment is 
generally positive, is not in itself a sufficient cause of employment. The White Paper 
created a preliminary framework for rethinking the unemployment problem in the 
European Union in terms of wider economic policy and labour market strategies which 
recognise the phenomenon of structural (as opposed to purely cyclical) unemployment 

2.7.3 The European Council Meeting in Essen (December 1994) established 
guidelines for short and medium-term measures to consolidate growth, improve the 
competitiveness of the European economy and to create more jobs for EU citizens. 
The Council concluded that 'the fight against unemployment and equality of opportunity 
for men and women will continue in the future to remain the paramount tasks of the 
European Union and its Member States'. To this end, the Council urged Member 
States to take action in five key priorities areas: 

0 improving employment opportunities by promoting investment in vocational 
education; 

0 increasing the employment-intensiveness of growth; 

0 reducing non-wage labour costs; 

0 improving the effectiveness of labour market policy; 

0 improving measures to help groups which are particularly hard hit by 
unemployment (young people, long term unemployed people, unemployed 
women and older employees.) 

2.7.4 The European Council urged all Member States to transpose these 
recommendations in their individual policies into a multi-annual programme, taking 
account of the specific features of their economic and social situation. The Labour and 
Social Affairs and the Economic and Financial Affairs Councils of Ministers were 
charged, alongside the European Commission, with the task of keeping a close track of 
employment trends, monitoring the relevant policies of the Member States and 
reporting annually to the European Council on further progress in labour market 
measures, starting in December 1995. 

2.7.5 It was within this framework that the UK Government presented its multi-annual 
programme - "Policies and Programmes for Employment in the UK" - in June 1995 
(updated September 1996). This document was superseded by "Employment Policies 
and Initiatives in the UK' , which was published in July 1997 and sets out the Ulcs 
strategy and measures to tackle the problems of structural unemployment. It is within 
the framework of this document that the UK will use ESF to address the needs of the 
labour market. 
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2.7.6 The European Council held in Madrid (December 1995) established the 
progress which had been made towards achieving the goals set out in the Essen 
strategy. Not only did the Madrid Council state that "job creation is the principal social, 
economic and political objective of the European Union and its Member states", 
declaring the European Union's "firm resolve to continue to make every effort to reduce 
unemployment", but it also placed particular urgency on the Essen priority of improving 
measures to help groups which are particularly hard hit by unemployment. 

2.7.7 This approach was given added impetus at the Dublin European Council in 
December 1996, where the Council called for Member States to "pursue the strategy 
with determination and consistency" and to underline its commitment to the strategy, 
the Council adopted the Dublin Declaration on Employment. The Declaration noted 
that "it is necessary to continue with macroeconomic policies orientated towards 
stability, growth and employment" and endorsed policies of structural reform aimed at 
redressing deficiencies in Europe's labour markets. The Declaration suggests action 
to: 

e 

e 

enhance labour market efficiency and investment in human resources 

make taxation and social protection systems more employment friendly 

I 

e intensify the efforts to modernise the markets for goods and services and 
exploit new sources of employment 

e advance European competitiveness; and 

. promote local development. 

2.7.8 The Amsterdam European Council in June 1997 reaffirmed the importance of 
tackling the high levels of unemployment in Europe, particularly among young people, 
the long term unemployed and the low skilled. 

The Council reiterated the need for, among other things: 
a positive and coherent approach to job creation 

e a skilled and adaptable workforce 

e flexible labour markets responsive to economic change 

e a strengthening of the employment relevance of Training and lifelong 
learning 

e an improvement in workers' employability 
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2.7.9 The IGC was concluded at the Amsterdam Council with the incorporation into 
t he  Treaty of an amended Agreement on Social Policy and a new Employment Chapter 
which sets out a mechanism for Member States to exchange best practice in 
employment policy and ensuring that employment is taken into account in the 
formulation of Community policy. Member States have agreed to act as if the 
Employment Chapter was already in force, rather than waiting for the formal 
ratification. 

2.7.10 The Council agreed a Resolution on Growth and Employment which, amongst 
other things, set out a role for the European Investment Bank (EIB) in supporting small 
and medium sized enterprises and stepping up its role in the areas of interventions in 
large infrastructure networks. 

2.7.1 1 The Council also agreed that the Luxembourg Presidency would host a special 
meeting of the Council in November, to be known as the Jobs Summit, which would 
review progress in the implementation of the initiatives concerning job creation for 
SMEs, a new Competitiveness Advisory Group, the study of good practices in the 
employment policies of Member States and the initiatives of the EIB in creating 
employment opportunities. 

c 
EC SME policy 

2.7.12 Specific help is provided to SMEs through the Community’s multi- annual 
programme for SMEs. The programme includes the following priorities: 

0 simplifying and improving the administrative and regulatory business 
environment in order to reduce the burdens on SMEs arising from Community 
legislation; 
improving the financial environment for SMEs e.g. by continuing efforts to 
reduce late payments; 
helping SMEs to Europeanise and internationalise their strategies, in particular 
through better information and co-operation services; 
enhancing SME competitiveness and improving access to research, training and 
innovation. 

0 

0 

CJ 

ADAPT 
2.7.13 The ADAPT programme is one of the European Structural Fund Community 
Initiatives. Its aim is to help workers adapt to industrial change through co-funding 
innovative projects that help workers adapt to industrial change. A key focus of the 
ADAPT programme is on the Information society and adapting workers to technological 
change. 

2.7.14 The links to Objective 4 are clear and mainstreaming good practice into the 
development of Objective 4 is very important. One of the roles of the ADAPT Support 
Unit, the body responsible for co-ordinating the ADAPT programme in the UK, is to 
facilitate the mainstreaming and dissemination of good practice. In this way, the 
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lessons from ADAPT projects can be effectively used to inform programme design and 
project approval and selection. 

Leonardo 

2.7.15 The UK participates fully in LEONARDO da Vinci (1995-1999), the EC 
vocational training programme which aims to support and supplement Member States' 
training policies and arrangements. LEONARDO seeks to promote a transnational 
exchange of good practice and innovation in all areas of vocational training, including 
continuing training of employees in companies. 

EC Equal opportunities 

2.7.16 The EC policy on equal opportunities is derived from Article 119 of the Treaty of 
Rome which refers to the principle of equal pay for men and women for equal work. The 
five main EC Diredives relating to equal treatment in employment and social security are: 

Equal Pay Directive (731 17EC); 
Equal Treatment Directive (76/207/EC); 
Farmers' Wives Directive (86/613/EC); 
Equal Treatment in Matters of Social Security Directive (79REC); 
Equal Treatment in Matters of Occupational Social Security Schemes Directive 
(86/378/EC). 

2.7.17 The EC has also provided maternal and parental protection with the Pregnant 
Workers Directive (9285EC) and the Parental Leave Directive (96134EC). In addition, 
there are a number of other measures: tCs May 1990 Resolution and December 1991 
Declaration on Sexual Harassment and Dignity at Work; the Council Recommendation on 
the Balanced Participation of Men and Women in Decision Making; the July 1996 EC Code 
of Practice on Equal Pay for Work of Equal Value. 

2.7.18 The EC Fourth Action Programme on Equal Opportunities for Men and Women is 
effective from 1 January 1996 to 31 December 2000. It outlines the Commission's 
proposed policies and legislative and non-legislative measures to promote equalit 
between the sexes. - 

The Programme's objectives focus on: 

mainstreaming equal opportunities in all areas and levels of policy making; 
promoting equal opportunities in the labour market; 
reconciling work and family life; 
promoting gender balance in decision making; 
enabling women to exercise their rights. 

2.7.19 Since 1993 the principle of equal opportunities has been linked explicitly to the 
Structural Funds and the European Social Fund in particular. There are programmes, such 
as NOW, which are trying to find ways of achieving equality between men and women in 
the labour market. The principle of equal opportunities is also reflected in all ESF 

' 
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programming documents. The Resolution on Gender Equal Opportunities and the ESF 
gave further impetus to promoting equal opportunities through the Structural Funds. 

2.7.20 Objective 4 has the potential to contribute directly to several of the Fourth 
Action Programme’s objectives, and indirectly to all of them. 

c 
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CHAPTER 3 

3.1 Obiective 4: Labour market conclusions and rationale for s u ~ ~ o r t  

3.1.1 Skills are a key factor in increasing the employability of the individual, releasing 
the creative potential of the UK workforce and raising productivity throughout the 
economy. Providing the basic skills needed for the individual to compete effectively in 
the labour market and then bringing workforce skills up to date is best achieved not just 
at a company level but also by empowering individuals to think about their training and 
development needs and allowing them to pursue structured training leading to a 
qualification. 

3.1.2 The analysis in Chapter 1 suggests that all parts of the economy are subject to 
industrial change. However, there are people in the economy, particularly those 
without basic skills and in manual occupations who are most at risk from industrial 
change both because they are the most likely to lose their job involuntarily and 
because, once they have lost their job, they are the least well equipped to take up and 
retain another job. What is more they are less likely than others with higher 
qualifications to receive any training without Government andor Objective 4 support. ' 

3.1.3 The Government also agrees with the Commission that it is vital to ensure that 
employees receive training that reflects not just their own needs but also training that is 
relevant to the needs of the labour market. For example, this principle of strategic 
analysis of skill needs is what underlies Investors in People which has as its aim the 
improvement of the labour market effectiveness of individuals so that businesses can 
prosper and labour markets can thrive. 

3.1.4 The role of anticipatory work in this area is, therefore, important. However, 
embedding anticipation within firms is often very difficult as other EU Objective 4 
programmes have shown. The UK Objective 4 plan will place key importance on two 
features; the development of strategic analysis within companies and also helping 
individuals adapt to individual change. 

3.1.5 The labour market background suggests that smaller firms may need support 
help them undertake these anticipation roles because they are less likely to .undertaL 
the necessary strategic analysis. They are less likely than larger firms to have the 
internal capacity (through Personnel and Research Departments) to recognise 
changes in their markets and to adapt to them. Partly as a result employees in firms 
with fewer than 250 employees are less likely to receive training with the support of 
their employer than those employed by large firms. 

3.1.6 However, it is not just smaller firms who under-invest in their skills. Large 
companies may also have an important role to play in encouraging the development of 
companies within their supply chain. The Objective 4 plan should, therefore, be 
sufficiently flexible to enable all firms who need to undertake strategic analysis to carry 
it out by, for example, identrfying key skills. However, both the Government and 
Objective 4 support should be concentrated upon smaller firms of less than 250 
employees. 

~ 
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3.1.7 New technologies, whether linked to new forms of work organisation or not. 
should be harnessed in all businesses, but particularly SMEs, to enable growth and 
help individuals and their companies to match their skills to the challenges of a 
workplace that is increasingly dominated by Information and Communication 
Technology. The use of new technology to promote business development, for 
example by marketing on the Intemet, is just one aspect of this. 

3.1.8 The other strand to Objective 4 help is to empower individuals, particularly 
those without basic skills, not only to think about their training needs but also to carry 
out the structured training either in conjunction with their firm or through their own 
devices. This individual strand is necessary because all firms but particularly small 
firms tend not to invest heavily in basic skills training. A survey in 1993 found that only 
14% of those firms who provided training had a policy to tackle basic skill needs. 

3.1.9 Part of this skills gap may be addressed by the strategic analysis and training 
that is undertaken by the employer but there is also likely to continue to be an 
underinvestment which leaves a role for the Government andor Objective 4 to correct 
this market failure. Employers are unlikely to pay for basic skills because these are 
highly transferable and, therefore, other firms may get the benefits. However, the 
individuals are unlikely to be able to pay because private sector banks will be unlikely 
to lend to them for fear of default and the individual without basic skills is unlikely to 
have sufficient resources to pay for it themselves. 

c 

3.1.10 Training under Objective 4 should, therefore, be targeted overall at those at 
risk of losing their job. This might be because they are underskilled or because their 
skills are no longer relevant to the needs of the company or because the firm itself did 
not prove sufficiently adaptable to maintain their level of employment or because of 
the natural turnover in the economy. Chapter 1 identified those individuals who are 
most at risk of losing their jobs. Not only that, but they may well be the least likely to 
find a job again quickly. However, it should be remembered that all sectors of the 
economy are subject to industrial change and natural turnover in the economy. Thus, 
although the list below sets out those individuals who should be targeted as most at 
risk there will also be other, more highly qualified people in growing sectors of the 
economy who also suffer from industrial change. c 
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U nders kil led workers: 
workers with poor basic skills such as literacy or numeracy 
- workers with poor management and communication skills 
workers who are not computer literate 

Workers who may need to upgrade their- skills to adapt to more advanced technology: 
unskilled and semi-skilled manual workers 
craft workers 
clerical and secretarial workers 

Care should be taken to ensure that support is also available for those workers which 
employers are may be likely to train, such as : 

workers on short term contracts 
0 part-time workers 

1 

3.1.1 1 However, these changes need to be anticipated to enable relevant training 
within companies and for individuals wishing to train outside their company. Objective 
4 will support anticipation not just at a national level but also at regional, company and 
individual level. At national level, an overall picture of the economic trends has to be 
disseminated to regional level and below if training is to have wider significance. 
Analysis of regional and local trends is equally important as it provides more directly 
relevant information on sectoral changes and skills needs at a more focused level. 

3.1.12 Within companies of all sizes, a picture of employees' skill needs enables 
employers to think strategically about the future demands on their workforce and 
assess whether they are well equipped to meet that challenge with their current skills. 
Individual skill analysis will enable proper planning of training by the company and the 
individual. The training that matches their skills needs should be in transferable up-to- 
date skills that help them in their current job and enable them to remain employable at 

3.1.13 It is often inherently difficult to engage firms, especially small firms in training 
and development for their employees. This is partly due to a lack of time and money to 
invest in this type of activity but is also due to the links between companies and 
training providers and between companies and organisations that can advise on 
training or skills analyses. Objective 4 should therefore be a means to facilitate the 
links between firms and the research, skills analysis and training. Putting the results of 
anticipation and planning into practice will be the main objective of Objective 4 in the 
UK. Ideally this could represent a fundamental shift in culture within firms transforming 
them into learning organisations. This in turn will equip employees to respond to the 
multiple facets of industrial and technological change. 

later stages of their working life. (.. 
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3.1.14 It is therefore vital that links are reinforced with, for example, TECs, LECs, 
NTOs, Scottish , Welsh and (once set up) new English Regional Development 
Agencies to allow small firms to think strategically about the development of their 
em p I o yees . 

3.1.1 5 In the retraining and development of workers there is a key role for partners, in 
particular within the Education sector. The Government places a high priority on 
developing effective partnerships at all levels to further economic development. This 
does not just mean partnership between company and trainer but also between 
companies themselves. Training and sharing of new technology within supply chains 
should involve companies of all sizes. 

3.1.16 In this respect, large firms will be encouraged to participate in projects of direct 
benefit to small f i n s ,  including the sharing of know how and expertise. Large f i n s  will 
also be able to benefit from training that is done in partnership with their supply chain. 
In addition the partnership between employers and employees within firms will be used 
to facilitate the access of individuals to training within company plans. The social 
partners have a key role to play in identifying those individuals who would benefit from 
support under Objective 4. c- 
3.1 .17 Early discussions with ADAPT promoters have shown that it is often easier to 
achieve results by attempting to train within sectoral clusters rather than across a 
variety of sectors. Indeed an approach that reinforces horizontality at the risk of 
excluding some companies from their 'sectoral route' to involvement should not be 
encouraged. National Training Organisations are obvious partners in any sectoral 
approaches. 

3.1.18 Objective 4 will encourage both training within companies but also training for 
those who are unable to receive training through their employer and who wish to train 
outside work, particularly in the area of key skills. 

3.1.1 9 Overall, Objective 4 aims to prevent unemployment through the adaptation of 
workers to industrial change, including industrial change within companies, so helping 
to maximise company and individual participation in training and develop and increase 
competitiveness. The rapid expansion of the information society provides a tough 
challenge to the existing business environment. The Commission recognises that 
SMEs must be empowered to act under their own initiative to address their specific 
needs with regards to adaptation. The Government would add that it is also important 
to empower the individual in all firms to think about their own adaptation and Objective 
4 should be a means to facilitate this. 

e 

3.1.20 
people: 

The UK plan will reflect both UK and EU priorities for training employed 

A first priority will be to develop anticipation tools that inform the development of 
training programmes. 
Second, training itself should be targeted on those individuals within companies who 
do not have relevant up to date skills and who risk becoming unemployed. 
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a Third and linked to both the first and second priorities, there will funding for the 
development of new training systems which make use of new technologies and take 
into account new ways of working and production techniques; and improved 
networking between SMEs and SMEs and large firms will be encouraged as will the 
dissemination of results of research carried out in the first priority. 

3.1.21 Each priority should not be viewed in isolation but rather as interlocking stages 
in personal and company development. Integrated projects which combine the 
analysis of training needs with training will be given priority as will projects that include 
dissemination. The three priorities reflect the guidance on Objective 4 programming 
given by the European Commission. 

3.1.22 In developing activities within the framework of these three priorities, the 
University for Industry concept is key. Whilst taking into account specific needs, 
projects should have the potential to become part of the network that will have the 
University for Industry at its hub. 

3.1.23 The national division of funds will be at priority level but will respect regional I 

variations in the way in which money should be targeted, particularly with regard to 
companies in particular sectors. This reflects the fact that broad guidelines on 
Objective 4 activities contained in this plan can be adapted at regional level effectively 
to target anticipation, skills analysis and training on relevant local needs. Some 
regions may want to give preference to certain sectors of the economy while others 
may feel that certain groups of individuals require particular help: this will need to be 
taken forward within a national framework, which will ensure that all sectors are 
eligible for support under Objective 4. 

\ 
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3.2 Priorities for support 

Priority 1 : Planninq for chanse 

Priority 1 will support two main strands of activity: 

1.1 Overall anticipation of changes in the labour market at national, regional and local 
level 
1.2 Company level skill analyses 

3.2.1 It is important to help all firms and particularly SMEs identify the impact of 
industrial change on their skill requirements. This is not something that is done 
systematically by the majority of small firms. It is however vital for companies and their 
employees to assess their future needs as regards the changes in industrial practices 
and the way they will be affected. Objective 4 Priority 1 will give high priority to 
projects that include the dissemination of results. As a core University for Industry 
function projects must be able to demonstrate that there is a tangible outcome of their 
projects in terms of spreading the results of their research to other partners at local, 
regional and national level or at least by linking their results to training undertaken 
under Priority 2. Results should be disseminated in a form that enables all companies 
and individuals to think about their learning needs. 

c% 

Priority 1-1 

Rationale 

c 

3.2.2 Company or individual level analysis of skill needs should not be completed 
without reference to underlying industrial trends and technological changes. The rapid 
industrial and technological changes that face companies and their employees require 
both national, regional and local approaches to tackling skills gaps and informing the 
design of training for those who need to adapt. Measure 1.1 of Objective 4 will 
therefore provide additional funding for projects that attempt to provide an insight into 
national, regional and sectoral trends in skills. Research projects at all levels should 
attempt to involve firms in their research as experience from ADAPT has shown that 
where companies are intimately involved in the mapping of skill needs they are also 
more likely to take the conclusions forward in the way of training and development. 
This measure might include: 

- national research projects into industrial change and skill needs 
- national research projects that examine the effects of new technology on particular 

- sectoral research into training needs 
- cross sectoral labour market assessments 
- development of new tools for labour market analysis, prediction and the effective 

- regional research into skill needs and labour market changes 

sectors 

dissemination of results to the lowest possible level, 
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Priority 1.2 

Rationale 

3.2.3 UK Government is committed to raising the skill level of the workforce. The 
Investors in People Standard provides a structure and framework to assist employers 
to improve the skills and knowledge of their employees in line with business needs and 
the role of managers is critical to company success. But action by employers alone is 
not enough, and individuals themselves need to be motivated to look after their own 
learning needs. Measure 1.2 of Objective 4 will provide additional funding for projects 
that aim to help small firms improve the skills of theiremployees and that encourage a 
skills analysis as an integral part of their business planning process; or which help 
employees in small firms understand and take action to address their own learning 
needs. It is also essential that equal opportunities are taken into account. This means 
for example that training provision should be designed to take account of the needs of 
part time employees, the majority of whom are women. 

Prioritv 1.2: Activities miqht include: 
* 

- development of company based skills analysis which address the competence and 
training needs of the company. This should lead towards a commitment to Investors in 
People; an Investors in People action plan or where possible - Investors in People 
re cognition 
- research into baselines of learning experiences, achievements and attitudes of 
employees and managers in companies or groups of companies, or industrial sectors 
- research into baselines for a Learning Town or Learning City project 
- locally based skills analyses based on groups of companies acting in partnership e.g. 
through Chambers of Commerce 
- sectoral skills analyses within groups of SMEs and within SMEs and large company 
partnerships 
- supply chain skills analyses 
- development of Lifelong learning strategies within companies or groups of 
companies- development of company competence frameworks and self assessment 
tools for employees 
- action plans demonstrating how skills will be developed to meet future. business- 
objectives 
- customers and clients feedback on service delivery experiences 

Prioritv 2 : Tacklina chanae throucrh the development of the workforce 

Priority 2 will support two main strands of activity: 

2.1 Training for key individuals 
2.2 Training for target groups within the workforce 
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Rationale 

c' 

C 

3.2.4 A large number of employees within UK companies do not have the skills 
needed to adapt to changes in production techniques and new technology. 
Furthermore, certain companies, without the help of Objective 4 funding will not have 
the capacity to invest in substantial personnel development. Priority 2 will provide 
funds for projects that provide training and learning options for those who need to keep 
their skills up to date. Where possible, this should be under the University for Industry 
banner and should not just be to respond to the needs of those under imminent threat 
of losing their job but also, more importantly, to prevent market failure in the first 
place. 

3.2.5 The role of Priority 2 should be to provide employees with transferable skills and 
knowledge that will prevent them becoming unemployed or, if redundancy is inevitable, 
give them the knowledge to find further employment quickly. A key issue is finding 
ways of attracting individuals whose motivation towards learning and confidence in 
their ability to learn is low. One element which will be key to attracting these individuals 
is the provision of quality information about the options available to them. Although 
advice and guidance is available through a range of mechanisms, this may need to be 
further developed with the support of Objective 4. 

3.2.6 It is also important to realise that with a different approach to work organisation 
.and an increase in team working, the role of key individuals within firms is increasingly 
important both as the initiators of training but also as those who are responsible for the 
training and development of their teams or work groups. Encouraging the development 
of the workforce as a whole requires that there are motivators and trainers within each 
firm to facilitate this. These individuals do not always have the requisite skills 
themselves to recommend or counsel on training or development matters and Priority 2 
should encourage the role of mentors, key individuals or team leaders within SMEs in 
particular. In this context, the transfer of knowledge between large and small firms is 
very relevant. 

3.2.7 It is important to recognise that the transfer of results from Priority 1 type 
activities and translating them into practice both within the scope of Objective.4 training 
activities and beyond requires time and effort for SMEs. The development of 
individuals who can lead on identifying and recommending training is a key factor. 
Individuals who are aware of the range of development opportunities available to the 
workforce are also important to a firm's development. 

3.2.8 Within firms and at regional and national level, the role of economic and social 
partners is also encouraged in Priority 2 and in Objective 4 as a whole. Other EU 
Member States have shown that this partnership at the level of the firm has been vital 
in developing successful Objective 4 programmes. The UK Objective 4 programme 
should also build on this partnership to ensure that funds are targeted effectively at 
individuals that are most in need of new skills. 
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3.2.9 The role that the manager has in facilitating this development is key. As stated 
in the overall rationale, training should be targeted at groups that are not adequately 
skilled to meet the future demands of their firm or of the wider labour market. It is not 
just important to ensure that workers receive training in key skills such as IT skills but 
also that they are possess the basic and key skills that are fundamentally important to 
facilitate their adaptation to change; and that they have the necessary awareness of 
the importance of learning, and confidence in their own abilities to learn. 

3.2.10 The Government is currently testing the idea of Individual Learning Accounts 
with a view to introducing targeted accounts. The Government would welcome projects 
in Priorities 2 and 3 that develop effective ways of targeting people in employment who 
might not otherwise be thinking about developing their skills. Projects should focus 
particularly in the areas of key skills and vocational skills, and should engage 
individuals in learning using the new national structure of Individual Learning 
Accounts. We would expect projects to utilise any existing national infrastructure (for 
example if account facilities are available through national sponsors) and to develo6, 
their approaches in close liaison with DfEE and the Scottish and Welsh Offices. k 

3.2.1 1 Training and other learning activities should lead to a recognised, up to date 
qualification which responds to an identified need on the part of the individual. It is 
recognised, however, that for some people such a prospect can be frightening and 
deter them from participation, and in such cases study towards a qualification may be a 
longer term goal. 

Prioritv 2.1 : Traininq for kev individuals, mentors, team leaders and trainers 

Target groups 

3.2.12 The target groups of this measure could be team leaders within firms, junior 
managers responsible for an autonomous business unit, in house trainers, NVQ or 
SVQ assessors or mentors. These people would by common agreement have a key 
role to play in the implementation of changes in the company and the development b)i 
managers to facilitate this is important . These may also be members of staff that arD 
developing the company's training and development strategy towards receiving 
Investors in People status. 

Prioritv 2.7 : Activities miaht include: 

-training to develop the skills of in house trainers, mentors and NVQISVQ assessors 
-training to develop the skills of sector based skills of sector based Investors in People 

- managing development - management development 
- development of mentor schemes 
- change management training for mentors and other key members of staff 
- training part funded through Individual Learning Accounts. 

advisors 
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Priority 2.2: Skills development of target groups in the workforce 

c' 

c 

Target groups 

3.2.13The target groups for this measure might be the workforce of those SMEs 
supported under measure 2.1 or they might be the workforce of other SMEs, whose 
middle management may already possess the skills to be encouraged under measure 
2.1. 

3.2.14 Within these groups the learners will be workers whose skills need to be 
brought up to the level of the rest of the workforce or skilled workers who are either 
employed in companies where there is a need to introduce more advanced 
manufacturing or information technology or who need to acquire higher level job 
specific skills. More specifically the target groups given priority will be: 

Underskilled workers: 
0 workers with poor basic skills such as literacy or numeracy 
0 workers with poor management and communication skills 
0 workers who are not computer literate 

Workers who may need to upgrade their skills to adapt to more advanced technology: 
unskilled and semi-skilled manual workers 

0 craft workers 
clerical and secretarial workers 

Care should also be taken to ensure that support is also available for those workers 
which employers may be unlikely to train, such as: 

workers on short term contracts 
0 part-time workers 

Given the gender bias in some lower skilled occupations, proposals which seek tc 
equip people for higher skilled occupations which are non-traditional for their gender 
will also be given priority. 

3.2.15 Many colleges for example are existing providers of training to large firms and 
SMEs: they are in an ideal position to provide training to the above groups of workers, 
and they can also play a pivotal role in networking between large firms and SMEs 
required under Priority 4. 

3.2.16 There is potential here for links to Priority 1: for example, recent research work 
with leading edge engineering technology at an FE college has led to an agreement ' 
with a major automotive manufacturer to provide NVQ training at craft level to upgrade 
the skill levels of its workforce. 
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3.2.17 A further target group would be those workers whose lack of basic skills - either 
in communications or IT - makes it difficult to equip them with the skills described 
above. This type of training is an essential element within Modem Apprenticeships at 
level 3, and is already a common area of co-operation between colleges, other training 
providers and employers: Objective 4 should fund additional activity in this area based 
on the partnership between local colleges, regional and national training providers and 
employers and will encourage projects that are developed with the use of Individual 
Learning Accounts. 

Prioritv 2.2: Activities might include: 
-training of owner managers 
- training of employees in development related basic skills 
- training in information technology 
- training in new production technology 
- training in management, communication, vision and leadership skills 
- training in wider vocational skills e.g. marketing, basic accounting 
- advice and eruidance related to anv of the above 

Prioritv 3: Reinforcina solutions to change. 

Priority 3 will support two main strands of activity: 

3.1 Development of new traininq systems 

3.2 Improved networking ; 

Background 

3.2.18 In tandem with support given to p ro jeu  thzb analyse trends in the labour 
market and skill needs and develop in house trainers, Priority 3.1 will co-fund 
innovative ways of developing training systems that will use new technology to 
enhance teaching methods and ease access to learning. 

3.2.19 The development of new training and guidance materials using new technologb 
and multi-media tools cannot be developed in isolation. The involvement of firms and 
employees in the development of new training methods should be encouraged. 

3.2.20 Employers have a central role to play in developing the skills of their people. It 
is also vitally important that individuals are encouraged to think strategically about their 
development needs and to invest in them. This is likely to be particularly important for 
those people that research shows are less likely to think about or undertake further 
learning, for example: 

- older workers, women, single parents and people with dependent children; 

- those with low incomes, unskilled and other manual workers. 
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Priority 3.1 Activities miaht include: 

c. 

c- 

- development and piloting of innovative ways to introduce Individual Learning 
accounts and pilot training courses using Individual Learning accounts; 

- development of multi - media training and guidance materials in partnership with user 
employers and employees and their integration into the mechanisms of training needs 
analysis and training delivery within companies or groups of companies; 

- development of training packages accessible through the Intemet; 
- sectoral training packages for target groups; 
- development of distance learning packages leading to NVQISVQ qualifications in IT, 

- pilot training courses for trainers using new forms of technology; 
- development of handbooks for managers on innovative approaches to training and 

- development of new learning technology and systems that encourage participation in 

- development of new technology based diagnostic tools for guidance. 

management or communication skills; 

development; 

learning; 

Priority 3.2 : Networking 

Rationale 

3.2.21 SMEs often feel isolated from training providers, from other companies within 
their sectors and the employer groups or support facilities in their areas. Priority 3.2 
will help to build networks between SMEs themselves and between SMEs and large 
companies. It will facilitate discussion on links between investment in training and 
development and growth of small firms. In addition it will seek to reinforce the links 
that currently exist between companies and their local Chambers of Commerce and 
Business Links to instil the concept of ongoing guidance and training through joint 
efforts. 

3.2.22 Developing dissemination and networking throughout the programme will be a 
priority under Objective 4. Priority 3.2 will co-fund projects that are aimed in particular 
at facilitating discussion between employers, employees and training and guidance 
partners and which explore collaborative approaches to providing. learning 
opportunities. 

Priority 3.2: Activities miaht include: 

- development of action learning groups that reduce lead times from first contact to 

- national, regional, local or sectoral conferences, particularly aimed at small 

- development of thematic employee and employer workshops to address training and 

- development of seminars for local business people; 
- publication and dissemination of up to date skills and labour market news; 

commitment and from commitment to recognition for Investors in People; 

business; 

guidance needs; 
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- workshops for the local partnership to discuss national and regional trends and bow 
they will impact on the development of relevant and up to date training packages; 

- consortium approaches to Employee Development schemes, for example on 
industrial estates or with a large company acting as a facilitator for a scheme involving 
several SMEs locally; - dissemination of good practice in Employee Development Schemes and providing 
mutual support amongst businesses with schemes; 

- development of collaborative learning centres. 

National proiects 

3.2.23 Under all priorities, it is envisaged that the majority of funds will be allocated at 
regional level. Applications at the regional level that promote a bottom up approach 
across Objective 4 activities will be encouraged. However, this may not for example 
enable certain sectoral responses to change to participate fully where sectoral 
organisations are centrally based . 

3.2.24 Where a project is carried out that has cross-regional significance or involved 
sectoral approach for companies across regions, applications should be sent to the 
sub-Committee of the National Monitoring Committee for scoring and assessment. The 
percentage of funds allocated to 'national' activities under each priority wilt be agreed 
by the Monitoring Committee. The DfEE ESF Unit, Government Offices, The Scottish 
and Welsh Offices or The National Council for National Training Organisations will 
provide guidance to applicants who intend to apply under this category. 

3.2.25 It is central to the University for Industry concept that local activities form part of 
a national picture. Thus, where projects are to operate under the University of Industry 
banner, these projects should fit in with the overall plan for the University for Industry; 
any national projects would need to be sent to the sub-Committee of the National 
Monitoring Committee. 

Technical assistance 

3.2.26 To enable successful implementation 

f 

of Objective 4 a series 'of suppok 
structures need to be put in place: There is considerable interest in the assistance 
available from the ESF and it is important to ensure that there is every opportunity for 
those who wish to make an application to do so. It is important that the successes of 
the ESF are made known and that an effective publicity strategy is put in place to 
achieve this. 
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Effective delivery 

3.2.27 Further assistance, at an intervention rate of 45% will be available to those who 
are asked to perform tasks by regional committees to ensure that the programme is 
carried out with adequate support. This might include labour market analysis to help 
better target the programme according to the regional needs, but if so it will need to 
take account of work done for other Objectives of the Structural Funds, to avoid 
duplication and delay. 

Monitoring and Evaluation 

3.2.28 Monitoring will be carried out both nationally and regionally. Monitoring 
arrangements will reflect both the need for routine performance monitoring and the 
wider evaluation needs to assess the impact of the programme. 

3.2.29 Regional partners will monitor the selection and performance of Objective 4 
funded projects. They will provide information to the national Monitoring Committee at 
regular intervals on the progress of the programme against regional plans and on the 
balance of activity between priorities. This will feed into the annual reports. 

3.2.30 Regional partners will encourage individual projects to carry out their own 
assessments or evaluation of their activities. However, formal evaluation will be 
undertaken at national level, and an ex-post evaluation will be carried out in line with 
Commission requirements. 

3.2.31 The Monitoring Committee will consider the need for a representative sub- 
group to oversee any evaluation effort. To ensure that the policy objectives in the SPD 
are being observed and that the delivery mechanisms are adequate to facilitate 
maximum participation in the programme, the national Monitoring Committee will 
commission such interim and ex post evaluation reports and ad hoc studies as are 
considered necessary and as are required by the European Commission during and 
after the programme period. This will take place via a competitive tendering exercise 
managed by DfEE with the involvement of any interested partners. 

c Publicity 

3.2.32 As this is a new programme it will need clear and well targeted publicity to 
generate applications and also to promote successes once the programme is running. 
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Q/ 1998 1999 Total 
1 13.9 34.0 41.5 75.5 34.0 13.0 

Financina Plan. Additionality and Indicators 

3rd 
27.7 

3.3 The Financing Plan 

2 69.7 170.4 208.2 378.6 
3 14.5 35.4 43.3 78.7 

T.A. 1.9 4.6 5.7 t 0.3 
Total 100 244.4 298.7 543.1 

3.3.1 The financing plan is presented in (1997 prices) by priority, by year and shows 
the ESF, national and total contribution. The funds will be split 45/55 between 1998 
and 1999. 

170.4 69.5 130.7 
35.4 14.4 20.9 
4.6 1.9 3.8 

244.4 99.6 199.1 , 

3.3.2 The ESF co-financing rate is 45%. 

3.3.3 Private co-financing where available will be encouraged as a contribution to 
match funding, provided that a minimum of 10% public match funding is in place. 
Where employees are to be trained, an employer contribution will be expected, 
according to the size of firm. The table gives an indicative distribution of match 
funding, but it is intended that projects will be valid so long as a total of 55% of the 
costs of the funding are supplied from a combination of public and, or private sources. 

3.3.4 The distribution of funds between priorities, reflects the relatively limited time the 
programme will have to run, and hence limited scope for anticipation or actions to 
reinforce change. 

Objective 4 Indicative Financial Plan - GB 
(millions of ECU) 

Table 1 

3.3.5 The financing plan is at the level of priorities, as flexibility between measures is 
considered necessary to ensure optimum take-up. 
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T.A. 1.9 4.6 5.7 10.3 4.6 1.9 3.8 
100 244.4 398.7 543.1 244.4 99.6 

* 

An indicative split between measures is also provided, but this is not intended to be 
rigidly adhered to. 

Objective 4 Indicative Split of Priorities - GB 
(Millions of ECU) 

Table 2 

c 

Scotland and Wales 

3.3.5 The Scottish and Welsh Offices will receive separate allocations within the 
figures above for the purposes of delivering Objective 4 in Scotland and Wales; these 
will be 13% and 8% respectively. The priorities and measures of the programme will 
apply in Scotland and Wales in the same proportions as elsewhere in Great Britain. 

Gibraltar 

3.3.5 Gibraltar will receive an allocation of Objective 4 funds for activities selected and 
approved by the Government of Gibraltar. 

3.4 Add it ional itv 

3.4.1 Article 9 of the Co-ordination Regulation of 4253188 of 19 December 1988, as 
amended by Regulation 2082/93 places the obligation on member states to respect the 
principle of Additionality. The Commission will ensure respect for the principle of 
Additionality for both Objectives 3& 4 together. 

3.4.2 In accordance with the terms of Article 9, the UK authorities undertake to 
maintain average annual eligible national public expenditure in constant prices, for the 
period 1994-99 at least the same level as for 1990-93. 

3.4.3 To this end the UK authorities propose to follow the method already agreed with 
the Commission for Objective 3, which takes account of the regulations revised in 1993 
with regard to eligible expenditure , whether co-financed or not. A table demonstrating 
Additionality is supplied. 
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PROVISIONAL PERFORMANCE INDICATORS 

Priority 1 

Expected Outcomes: Activities aimed at anticipating industrial change are embedded 
in firms; Increase in number of firms planning their human resources needs more 
systematically. 

Input measures 

Number of studies completed and used 
Number of organisations or companies using the studies 
Number of individuals directly benefiting from the analyses 
Average cost per study 

Output measures 

Level of firm satisfaction with forecasts/analyses 
Number of subsequent lip recognitions/commitments 
Number of firms with plans forecasting number and types of staff needed 
Level of training under priority 2 based on anticipation activity 

I 

Priority 2 

Expected Outcomes: Increased number of employees receiving training in skills to help 
them adapt to industrial change; Increase in numbers of recognised up-todate 
qualifications; Improvement in employability of employees. 

Input measures 

Number of mentorslteam leaderslkey individuals trained 
Number of individuals benefiting indirectly from training of key individuals 
Number of participants trained 
Proportion of trainees in each of the target groups 

Average cost per trainee 
Proportion or women trainees . 

Output measures 

Number and proportion of participants in jobs 6 (or 12) months after Objective 4 
activity in: 

samefirm 
.a different firm 

0 same sector 
0 area trained for 

any job at same or higher level 
Number and proportion of trainees achieving recognised qualifications by level 
Rate of re-employment of participants no longer in original firm (in jobs at 
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c 

equivalent or higher skill level) 
Average cost per job "maintained" 
Average cost per recognised qualification 

Priority 3 

Expected Outcomes: More widespread and innovative use of new technology to 
improve training methods and access to learning; wider range of people planning and 
undertaking training better and more widespread links between SME's and with larger 
firms aimed at improving competitiveness through training. Improved awareness of 
benefits of training. 

input measures 

Number of new training/guidance materials developed 
Average cost per project 

Number of organisations attending dissemination events 
Average cost per project 

Output measures 

Number of individuals or firms using new materials/methods 
Characteristics of those receiving support under Priority 3 

Awareness of benefits of training among firms 
Number of firms making commitment to lip following support 
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CHAPTER 4 

Implementation of the SPD 

4.1 Implementation structure 

Committee Structure and membership 

4.1.1 A national Monitoring Committee will oversee strategy, policy development, 
monitoring and evaluation. 

4.1.2 The national Monitoring Committee will agree overall core project selection 
criteria, scoring framework, and principles of selection. The projects applying at 
national level will be assessed against these overall national criteria. The national 
Monitoring Committee will be able to set up working groups to report on particular 
topics. 

L 4.1.3 A sub-comrnittee of the national Monitoring Committee will have th 
responsibility for assessing, scoring and recommending projects of national relevanc 
to the implementing authority. The membership of the sub-comrnittee will be agreed at 
the first meeting of the national Monitoring Committee. 

4.1.4 Regional Committees established by Government Office Regional Directors, the 
Welsh and Scottish Offices and the Government of Gibraltar will manage the 
implementation of the SPD at their respective levels. The regional Committees will 
have membership according to the partnership locally, but will normally reflect the 
broad spread of the national monitoring committee. The regional Committees will have 
the responsibility for ensuring that projects under all priorities are scored and 
assessed. 

4.1.5 The partnership at national level will be chaired by the Department for 
Education and Employment, the national implementing authority, and will include the 
European Commission; representatives of the Regional, Scottish, Welsh and Gibraltar 
Committees, TECs, LECs, NTOs, local authorities, FE and HE sectors, Social a y  
economic partners, and other organisations which work with the business sector. 

4.1.6 Government Offices will provide the secretariat function for regional committees. 
The Regional Committees will ensure impartiality by involving a cross section of the 
local partnership in the assessment of competitive bidding and assessment process. 

4.1.7 Regional Committees will have to report to the national Monitoring Committee 
on their choices of criteria and on activities undertaken. 
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Allocation of funds 

4.1.8 Funds will be allocated regionally on the basis of a funding formula reflecting the 
likely scale of potential demand in each region, the targeting of particular groups, and 
the need to ensure genuine added value. The allocation criteria are likely to include: 
regional share of all employees; share of total redundancies; proportion of employees 
with no qualifications; proportion of employees in targeted occupations; number of 
SMEs;. 

Regional Criteria 

4.1.9 Regional Committees should consider the extent to which they are able to guide 
applicants and scoring towards particular activities on the basis of readily available 
informat ion. 

4.1.1 0 Any regional criteria over and above the national core criteria will need to be 
publicised in a transparent way to applicants so as to ensure that the local priorities 
identified in scoring frameworks are communicated to applicants. TECs and Business 
Links, as well as LECs and Business Shops have a key communication role to play 
here, particularly where firms wish to apply direct. 

C 

4.1.11 A regional selection panel will assess the projects in the region against both 
national and any regional scoring frameworks. 

Svnergy and complementarity with Structural Funds under other objectives 

4.1.12 form a coherent approach in 
developing human resources and improving the workings of the labour market. For 
this reason regional committees will be asked to consider carefully how Objective 4 will 
complement other Structural fund support, and other support from public and private 
sources when deciding their priorities for application of Objective 4. 

ESF support under all objectives should 

Multi-annual projects 

4.1.1 3 As this is a new programme, it may take time for people to become aware of it, 
despite publicity. It is therefore important that a significant proportion of the 1999 
funds are available to new applicants. This will also allow follow on projects which 
implement any anticipation projects to be approved. Projects applying in 1998 which 
can substantiate the need for a two year commitment of funds , for example those 
which propose to link anticipation to follow-on work, or delivery projects which link to 
dissemination or networking projects, may make applications covering two years. It is 
- not expected that more than 40% of the 1999 funds will be committed in 1998. No 
applications will be invited in 1997. 

60 



64 

Ap p I icat ions 

4.1.14 There will be no restrictions on the types of organisations that might wish to 
participate in Objective 4. This means that there will also be scope for a wide range of 
organisations to benefit from Objective 4 funding; any organisation which has paid 
employees could apply for funding. In England, local or national partnership bids will 
apply direct for funding to their Government Office or to the national selection panel 
depending on the scope and nature of the project. In Scotland, applicants will apply 
direct to the appropriate Programme Executive. In Wales, it is likewise anticipated 
that all applications will be made to Wales European Programme Executive Ltd. 

Company applications 

4.1.15 Companies could apply direct for funding or through a partnership bid with 
‘intermediaries’, like training providers or local authorities. In all cases, the bids should 
give evidence that they have been developed with employees from more than one firm 
in collaboration with local partners to ensure that the benefit of Objective 4 is as wide 
as possible. 

Partnership 
i 

4.1.16 In all priorities, projects will be given priority if they involve a Partnership 
approach, which involves individual employees as much as possible in drawing up 
responses to change, in planning training and in encouraging individuals to think about 
their own development. 

Large firms (over 250 employees) 

4.1.17 The role of large firms under Objective 4 is particularly valued. Unlike ADAPT, 
employees in large firms will be able to benefit from funding under Objective 4 where 
the bid is drawn up in partnership with SMEs. This might be within a supply chain or 
within any local, regional or national partnership of companies. The targeting of 
employees within SMEs remains the priority under Objective 4 and for this reason at 
least 50% of the beneficiaries in each project should come from companies with le p 

than 250 employees. Projects involving beneficiaries from both large companies a X  
SMEs should clearly demonstrate the added value that is provided for the target 
beneficiaries in SMEs. 

Business Links 

4.1.18 Business Links , LECs and Business Shops will have a key role to play in 
publicising the opportunities available to companies and their employees under 
Objective 4. They will be able to advise SMEs on the range of local partners that are 
available for project delivery and for sources of matching funding. 
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Competition Policy and State Aids 

4.1.19 This SPD proposes measures which are primarily targeted at individuals, at 
research (Priority 1) or at development of systems between groups of companies in 
partnership. ESF funding in itself does not constitute a State aid. However, some 
public funds that might be used to match fund the ESF contribution may constitute a 
state aid in certain cases. More detailed guidance for applicants will be produced by 
the DfEE for the application rounds. 
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Stop Press 
Priority 4 update 

Priority 4, the action to enhance capacity among 
organisations to help the groups targeted by Objective 3 of 
the ESF, will come into play in 1998. The final touches are 
being made to the application forms and guidance notes, so 
that calls for applications can be issued during the first 
quarter of the new year. The deadlines for applications will 
vary from region to region according to progress in 
regional profiling and other issues, so potential appIicants 
will need to get in touch with their regional Government 
Office andor regional partners to ensure they receive 
timely information. The selection criteria are very different 
from those under the other priorities and are designed to 
ensure that the fairly limited sums available are targeted and 
those organisations which can best deliver the objectives of 
the priority are involved. The project will have to provide 
full justification of the need for the capacity building action, 
will have to demonstrate closeness to the sub-target groups 
or demonstrate a close working relationship with the 
community organisations working with these groups. All 
applicants will have to develop a clear methodology, show 
they can manage the project well, deliver the objectives set 
out and be able to evaluate their effectiveness in doing this. 
All applications for over f40,000 ESF must be part of a 
consortium in which the community/voluntary sector must 
make up no less than one third and must play a fill and 
central role in the project delivery. 
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