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Purpose of the Report

A report was considered by the Policy and Resources European Working Group at its
meeting on 11 February 1998 relating to the forthcoming opportunities under the new
Objective 4 European Social Fund. The purpose of this report is to, as agreed when
the matter was last considered, provide an update on the Objective 4 fund now that the
programme has been approved by the European Commission. The approved
programme document is attached at Annexe 1 for information.
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Background to Objective 4

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.

c

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 bottomup 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 considered that the
activities within it were already encompassed within Objective 3 funds at EU level,
and within development programmes in place at national level.
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Objective 4 1998-99

Since the change of Government in May 1997, work has been undenvay to negotiate a
UK plan for Objective 4.
The agreed and finalised Objective 4 programme will provide 247.4 MECU for
projects which help to facilitate the adaptation of workers to industrial change. It will
focus on those employees threatened with unemployment, affected by industrial
change or changes in production systems.
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The Objective 4 programme is based on three main strands of activity:
1. anticipation of the effects of industrial change on the labour market trends and their
implications for training trends
2. training that responds to the changing demands of the labour market with an
emphasis on using IT and new technologies to produce multi-skilled workers with
transferable skills
3. networking and dissemination of good practice to enhance the development of new
and improved approaches to training.

Objective 4 in Great Britain will support the strategy for workforce development set
out in the Green Paper ‘The Learning Age’. Projects will, where appropriate, be
expected to complement or provide direct support for domestic initiatives such as the
University for Industry, Individual Learning accounts, Investors in people, Employee
Development Schemes and reflect the work of the National Skills Task Force.
It will support small and medium sized enterprises (SMEs) with less than 250
employees. Larger f m s can participate if they work in partnership with SMEs. It
will also enable employees to take ownership of their own development, and to build
their future skills which is an important issue for those employees who are not trained
by their employer.
Having assessed the labour market in the context of Objective 4 the following groups
were identified as being most in need of support:
0
0
0

unskilled and semi-skilled workers
craft and skilled manual workers
clerical and secretarial

Priority activities will include increasing higher level skills of employees to meet the
needs of new jobs being created, broadening key skills within the workforce, and
training those lacking basic skills to increase their employability.
4

Funding Opportunities Under Objective 4

Objective 4 will operate under three key priorities and each priority will be sub
divided into two separate strands. These are:
Priority 1:Planning for Change
0
0

all anticipation of changes in the labour market at national, regional and local level
Company level skills analyses

Priority 2: Tackling Change Through the Development of the Workforce
0
0

Training and development for key individuals
Training and development for target groups within the workforce
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Priority 3: Reinforcing Solutions to Change
0
0

Development of new training systems
Improved networking

There will also be a call for projects which are best taken forward on a national basis.
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Proposed Decision Making Mechanisms

A National Monitoring Committee will oversee strategy, policy development,
monitoring and evaluation of the programme. Regional Committees will manage
regional implementation of the programme and will set out criteria to respond to
regional priorities within the national framework. The Regional Committees will be
responsible for ensuring that projects are scored and assessed against national and
regional selection criteria.

c.

For Scotland, this means that there will be a Scottish level committee dealing with
Objective 4 as is currently the situation with Objective 3, as Scotland, for EU funding
purposes, is considered to be a region.
Funds will be allocated to Government Office regions and each region will call for
applications which will then be assessed and scored using the national scoring
framework, with regional variations where appropriate. For Scotland, this means that
the Scottish Office will have an Objective 4 allocation to administer. What is not yet
clear is whether they may want to utilise the central Scottish Programme Management
Executive currently being created for Objective 3 to also manage the Objective 4
programme with partner agencies.
The first call for projects is likely to be in around June 1998 with applicants hearing
decisions on projects by about September 1998. This timescale has yet to be
confirmed. For national projects, the arrangements for this call for proposals will
shortly be agreed with by the National Monitoring Committee.

(I:
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North Lanarkshire Council Action

Departments have already been advised of the potentially significant opportunities for
the Council under the Objective 4 programme and will now be issued with the
approved programme document and approximate timescales for calls for proposals to
enable full consideration to be given to potential projects. Detailed information on the
fund will be relayed to departments through their representatives on the European
Affairs Officer Working Group and training on the Objective 4 fund will be integrated
into the officer training programme already underway to allow maximisation of this
additional funding opportunity.
P
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Recommendations

It is recommended that the Working Group: (I)

Notes the contents of the requested update report on the Objective 4 fund

(ii)

Notes and agrees the steps being taken by the Chief Executive’s Department to
disseminate information on this new funding opportunity to departments

Local Government Access to Information Act
For firther information on this report, please contact Heather Koronka, European COOrdination Officer, on 01698-302270.
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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 1998 - 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. 2084/93of 20 July 1993. It sets out
in a single programming document the information required, including that required by Article
14(2)of Council Regulation (EEC) 2082193. It spells out the proposed measures and their
implementation.
The UK authorities first circulated their draft proposals on public consultation within the UK in
August 1997. The Commission responded to that consultation informally in October 1997, and
the UK authorities subsequently submitted a slightly modified Objective 4 Plan to the
Commission on 18 November 1997.

This Single Programming Document was prepared on the basis of the UK's proposals. These
were, however, revised to include further factual information and analysis with the aim of
achieving a greater concentration within the document on actions to support key target groups
of workers most likely to experience difficulties in adapting to changes within dynamic labour
markets. The document was also revised to clarify the way in which the Objective 4 Programme
might be used to support specific aspects of the UK Government's emerging strategy for lifelong
learning.
This plan outlines the basis for the use of ESF resources from 1998-1999, in order to ensure
the most effective allocation of resources. In accordance with Article 6 of Council regulation
(EEC) no 2082/93 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 in which it operates.

c

Chapter 1 sets out t h e economic and social context within which the plan operates. It identifies
trends in the labour market, particularly in relation to skill needs, and focuses on key factors
relating to the Objective 4 client group.
Chapter 2 describes the UK Government's strategy in the field of lifelong learning to meet
Labour market needs and how that links with EU employment policies.
Chapter 3 shows the rationale for support, the priorities for action under Objective 4 and the
financial tables.
Chapter 4 sets out the implementation, monitoring and evaluation strategy.
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CHAPTER I:LABOUR MARKET ASSESSMENT

0.0 Introduction

0.1 This Chapter outlines the main trends in the GB labour market. More importantly, it
highlights the fact that the net changes in employment, which are identified in paragraphs 1.1.1 1.1.19, below, are the result of much larger gross flows. In the context of Objective 4, therefore,
there is a need for firms to use human resources effectively in order to improve competitiveness
and s o cope with industrial change. However, there is also a need to balance this by not
impeding the natural turnover in t h e 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 Paragraphs 1.1.20 - 1.? .28 below set out information on people who have, in the past, been

made redundant. These people are indicative of the categories of person likely to suffer from
change, as their transition from work tends to be involuntary.

-

1 .I Social and economic context Trends in the Labour market
6

1.1.1 The UK economy reached its most recent high point in 1990 and subsequently moved
into recession earlier than most of the rest of Europe. As a result, non-seasonally adjusted 110
unemployment in Great Britain climbed steeply to peak in Winter 19923 at just under 3 million
people (around 10.7%of the labour force).' However, this was below its previous peak in
Spring 1986 when 11.2%of the labour force were 110 unemployed (over 3 million people).

\

1.1.2 Since 1992, there have been 5 years of broad based recovery. Objective 4 was
conceived by the European Commission at a time of recession and poor economic prospects in
most Member States. However, since the first quarter of 1992 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.'
1.I.3 The economy has undergone a great deal of restructuring over the past two decades
and many of t h e big changes have already taken place. However, the economy is dynamic and
will continue to change but probably on a smaller scale than in the recent past. The primary
and manufacturing sectors are still expected to show 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.

1.1.4 The relative shift from manufacturingto service industries has also coincided with an
increase in economic activity of women, who now form the majority (52%)of employees in nonmanual 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
managerial positions.
1.1.6 Industrial change is continuing, although it has acquired a different character.
~~

~~

~~

. ILO unemployment is a n 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).
4
1

-

( -
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Increasingly, already modern industries are seeking to become more productive and
competitive through a continuous process of technical and managerial renewal, rather than t h e
sector wide shocks and discontinuities which have characterised much of the past thirty years.
Nevertheless, it will continue to 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 a n important determinant of future competitiveness.
Recent changes in patterns of employment
1.I
.7 The range and pattern of types of work in the UK is greater than in any other EU
country. For example, part-time is, in a sense, a n inadequate description of the range of jobs
divided by hours but is the only available word. Latest published data by the Office for National
Statistics show around 30 per cent of employees work par&-timeand the spring 1997 Labour
Force Survey showed that employees working part-time received less training than their fulltime counterparts (although this may, a t least in part, reflect their pattern of work, rather than
their status within the organisation).

One s e t of independent forecasts suggests that total employment will continue to
increase to 26.6 million by the year 2001, a n increase of 3.5%over its 1996 level. Within this
overall increase in employment, full-time employment is not expected to increase, whereas
part-time employment is expected to continue its recent trend and increase further, to 6.9
million, a 6% increase over the 1996 level. It is clear that part-time work is a valuable form of
employment for both employers and employees and based on information from the Labour
Force Survey, in Spring 1997 around 70 per cent of those in part-time work did not want to
move into a full-time job and over 85 per cent were permanent employees.
1.1.8

1.I
.9 Tables 1 and 2, below illustrate total employment; full and part time employment, with
breakdowns by sex, for the years 1991 and 1996; table 1 shows the actual numbers whereas
table 2 illustrates the percentage change. They also contain independent forecasts2 for the
year 2001.

From "Occupations in the future", Business Strategies Limited, 1997
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Table 1
Employment by category (millions)

TOTAL EMPLOYMENT

1991
25.6

1996
25.7

2001
26.6

SELF-EMPLOYMENT
Male
Female

3.4
2.6
0.8

3.3
2.5
0.8

3.8
2.8
1.o

EMPLOYEES
Male
Female

22.2
11.5
10.7

22.4
11.2
11.2

22.8
11.2
11.6

Full time
Part time

16.4
5.8

15.9
6.5

15.9
6.9

e

Table 2
Employment c h a n g e by category (percentage change)
r

TOTAL EMPLOYMENT
Male
Female

91 to 96
0.4
-2.8
4.3

96 to 2001
3.5
2.2
5.0

SELF-EMPLOYMENT
Male
Female

-2.9
-3.8
0.0

15.2
12.0
25.0
1.8
0.0

emale

0.9
-2.6
4.7

Full time
Part time

-3.0
12.1

MPLOYEES
1RIA

I

k

3.6
0.0
6.2

1.1.10 There is little evidence that the length of job tenure h a s changed over the last decade,
insecurity may therefore be partly a matter of perception. There has been some growth in the
proportion of employees who are in temporary work, but a t 7% this remains very low compared
to the European average. However, approximately 40% of those on short-term contracts would
prefer to be in permanent employment.

6
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Sectoral changes
1.I
.I1. Output in the UK began to grow in the first quarter of 1992, after two years of
continuous decline. In 1996, real GDP grew at 2% per cent. It is forecast to grow a t around 3%
per cent in 1997 and between 2% per cent and 2% per cent in 1998. However, recovery has
not been spread evenly across sectors - in the third quarter of 1997, total output w a s about 13
per cent higher than its pre-recession peak in the second quarter of 1990 but manufacturing
output growth w a s less rapid a t around 3%per cent above its previous peak.

1.1 .I
2. In spring 1990, employment (employees and self-employed) in Great Britain w a s just
over 25.8 million (see Chad I). It then fell by around 5.6 per cent between spring 1990 and
spring 1993 to under 24.4 million. Since then, employment in Great Britain has grown and by
spring 1997, it was around 25.7 million i.e. still lower than employment in spring 1990. Spring
1990-97 does not represent a full economic cycle - employment continues to grow. However,
the comparisons for this period a r e given below. Employment growth, as shown in Chart 1,
understates likely growth over a full cycle. It is also not necessarily a good predictor of the
future - s o m e of the changes a r e one-off changes that will not re-occur.
CHART 1: EMPLOYMENT IN GREAT BRITAIN
(not-seasonally adjusted)
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1.1.13. Between spring 1990 and spring 1993, fewer people worked in all industry divisions in
Great Britain except health and social security, public administration, defence and financial
services (see Chart 2). Since spring 1993, employment has fallen further in the non-sewice
industries particularly manufacturing. Chart 3 shows that the two biggest percentages changes
in employment occurred in electricity, g a s & water supply and the mining a n d quarrying
industries, although from low levels. Between spring 1990 and spring 1997, employment in the
mining and the utilities industries fell by around 56 per cent and 46 per cent respectively.
Focusing on the big five (in terms of employment) industry groupings in spring 1990, between
spring 1990 and spring 1997:
in the construction and manufacturing industries employment was down by almost 13
per cent and 17 per cent respectively;

-

in health and social work employment was up by about one-third;

in real estate, renting and business activities employment w a s up by 23 per cent and in
wholesale, retail and motor trade employment w a s marginally lower.

CHART 2 EMPLOYMENT IN GREAT BRITAN BY INDUSTRY DMSION
(not seasonally adjusted)
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CHART 3: GROWIH IN EMPLOYMENT BY INDUSTRY DMSION
BEIWEEN SPWNG I990 AND SPRJNG 1997
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The Regional Perspective
1.I
.14.Chart 4 shows that regional shares of employment by industry in 1990 were not
uniform. In all sectors, the largest proportion of workers lived in the South East. Other

geographical concentrations were: the South West for agriculture and fishing, the West
Midlands for manufacturing, Yorkshire and Humberside for energy and water and the North
West for the remaining industries. With regions having different industrial mix, changes in
employment would b e expected to have a different impact on the regions.

c

,
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1.I.15. If the residual industry grouping is excluded, in spring 1990, the largest proportion of
workers (employees and self-employed) in regions outside the South West, East Anglia and the
South East worked in the manufacturing industry (Chart 5). Between spring 1990 and spring
1997, the proportion of workers in the manufacturing industry fell in all regions by between 0.7
percentage points and 9 percentage points.
C

W 5 BROAD INDUSTRY SHARES FOR EMPLOYMENT WITHIN

REGIONS IN GREAT BRITAIN
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1.1.16 The trend towards increased employment in the service sector and declining
employment in the primary and manufacturing sectors is likely to continue, although not
necessarily a t the s a m e rate. The location of industry means that areas more dependent on
manufacturing for employment are more likely to experience difficulties in adjusting to economic
change. ILO unemployment figures from Summer 1997 show that unemployment is: below 6%
of the labour force in the East Midlands, South East, and the South West; below 8% in the
Eastern region, Yorkshire and Humberside, t h e West Midlands, the North West, and Wales;
below 9% in Scotland; below 10% in London and the North East; and below 11O
h in the
Merseyside GO region.

1.1.17 Although there are differences in regional ILO unemployment rates, the 'gap' between
different regions has narrowed considerably since the late 1980s. In spring 1989 unemployment
was 11.1% in the Northern region compared with 5.0% in the South East i.e. a 'gap' with a
range of 6.1 percentage points across Great Britain. In summer 1997 there was a 'gap'
between the North and the South East of 2.1 percentage points.

c

1.1.18 Economies are dynamic and the net changes in employment that have been identified

above a r e 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
labour turnover in that industry. Some industries, such as construction, have greater
proportionate turnover than the economy as a whole. 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.
1.1.19 In what follows there is a focus on redundancies because they generally represent
involuntary separations from work. This will enable u s to identify the type of people who suffer
from industrial change so that we can target policies on this group.

Redundancies as a measure of involuntary structural change
1.12 0 Economies are dynamic and the industrial structure is continually changing, as
consumer tastes change and new technologies a r e adopted. As employment patterns change
s o m e groups in the labour market may need help to adapt to these changes. People who are
m a d e redundant involuntarily, as a result of structural changes, may need s o m e assistance to
increase their employability.

11
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1.1 2 1 . The level of redundancies in Great Britain peaked

in spring 1991, at over 390,000 -

more than double that of the previous year (Chart 6). It then fell by almost a half between
spring 1991 a n d spring 1994; and has remained relatively stable a t just over 200,000 each
spring. The number of males made redundant in each period since spring 1989 h a s been
around double t h e number of females (Chart 7) as employment in traditionally male dominated
industries decline.

CHART 6: NUMBER

OF REDUNDANCIES’ IN GREAT BRITAIN
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CHART 7: REDUNDANCIES* IN GREAT BRITAIN BY SEX

c* in t h e three months prior to interview

Source: Labour Force Survey

1.122 In spring 1997, around 55 per cent of all those made redundant in the three months prior
to their interview were made redundant because their employer was cutting back o n staff; and
around 20 per cent were made redundant because their employer was closing down. The rest
were made redundant for other unspecified reasons.

c.

1.1.23. Compared with spring 1993 (i.e. roughly over the period of the recovery), a higher
proportion of those made redundant in spring 1997 had a t least an NVQ level 1 however around
17% per cent had no qualifications (Chad8). Of those made redundant in the three months
prior to their interview in spring 1997, well over 35 per cent had returned to employment by the
time they were interviewed (6-62weeks later on average) and the proportion in employment
was higher amongst those with qualifications.
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CHART 8: REDUNDANCIES* IN GREAT BRITAIN BY QUALIFICATION

(in per cent)
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Source: Labour Force Survey

1.124. Between spring 1993 and spring 1997, the level of redundancies for the manufacturing,
transport and communication and the distribution, hotels and restaurant industry groups fell
(Chart 9); but increased for the construction and the residual industry groupings. If the
residual industry grouping is excluded, the largest percentage point change was for
manufacturing where the industry share fell by around 6% percentage points.
CHART 9: DISTRIBUTION OF REDUNDANCIES" IN GREAT BRITAIN BY
INDUSTRY (in per cent)
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Source: Labour Force Survey
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1.I2 5 . To provide an indication of the incidence of redundancy, Charts 10 and 11 show
redundancy rates per thousand employees by industry and region of residence respectively. In
Great Britain, in the three months prior to the spring 1997 survey, 9 employees out of every
1,000 were made redundant - in spring 1993 the rate was 12 employees out of every 1,000.

CHART 10:

REDUNDANCY RATES IN GREAT BRITAIN BY INDUSTRY

Great Britain
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Source: Labour Force Survey

1.1.26. Chart 10 shows that between spring 1993 and spring 1997, the chances of workers
experiencing redundancy fell in all industries except construction. With redundancy rates of
around 24% per 1000 employees and 25% per 1000 employees in the spring 1993 and spring
1997 surveys respectively, construction workers had the highest chance of becoming
redundant. In spring 1997, the redundancy rate for construction industry w a s almost twice that
of the industry with the next highest rate (manufacturing a t around 13 per 1000 employees).

CII

1.1.27. Chart 11 shows that in all regions, the redundancy rates fell between the spring 1993
and spring 1997 surveys. In spring 1997, the North had the highest redundancy rate (around
14 per 1,000 employees) whilst the South West had the lowest redundancy rate (around 7 per
1,000 employees). The total redundancies for several regions are however too small for any
meaningful further regional analysis.

15

32

CHART 11: REDUNDANCY RATES IN GREAT BRITAIN BY
REGION OF RESIDENCE
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1.1.28 The DfEE in conjunction with the Scottish Ofice commissioned research on the impact
of redundancies on local labour markets. This research suggested that younger workers, and
the higher skilled a r e more likely to find employment following redundancy, while older workers
are more likely to remain inactive. This suggests that the broad characteristics that can be
identified a t the national level are also true a t the regional level.

Conclusions
1.I
.29 This section has provided an analysis of the labour market trends within GB and a n
assessment of the key differences between regions. However, as the Objective 4 programme
will need to be targeted on specific and often sub-regional trends, a more detailed analysis
which draws on local expertise will be provided at regional level. Further information is provided
in Chapter 4.

1.1.30 Redundancies peaked in Great Britain in 1'991. Between 1991 and 1994 they declined
and since 1994 have remained fairly stable. Analyses above show that workers in the
construction and manufacturing industries had the highest chance of being made redundant.
Both a r e industries with a high proportion of low skilled and manual workers. In the spring
1997 Labour Force Survey, around 17%per cent of those made redundant in the three months
prior to interview had no qualifications. A higher proportion of those with qualifications were
also back in employment by the time they were interviewed (probably, 6-6% weeks later on
average).

1.1.31 Regions had different industrial mixes. The chances of being made redundant varied
between regions. In spring 1997, the North had the highest redundancy rate (around 14 per
1,000 employees) whilst the South West had the lowest rate (around 7 per 1,000 employees).
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1.I .32 Those in part-time employment receive less training than their full-time counterparts.
That is thought to be in part a reflection of their pattern of work, rather than their status within
the organisation. However, they may need additional suppor&in order to adapt to industrial
change. Those employed on short-term contracts may receive less training from their employer
and could, therefore, usefully be targeted under Objective 4.

1.I .33 In summary, the individual worker most at risk from industrial change has: a lack of
basic skills and is 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, it is also the case
that redundancies occur in all parts of the economy for all occupations and ages.
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1.2 Skills Changes in the Labour Market

Overview of Skills
1.2.1 The UK recognises the value of vocational skills and qualifications and central to them are
National Vocational Qualifications(NVQs). NVQs, replicated in Scotland as Scottish Vocational
Qualifications,are work related qualifications, made up of a number of units which set out
industry defined standards of occupational competence. They describe the skills and knowledge
people need to perform effectively at work. Companies are using NVQs to 'benchmark' the
performance of their people against national standards in their sectors. Through national
standards, employers can use the NVQ system to measure skills,to highlight gaps and to

identify future needs, to structure training and development programmes more effectively, and
to secure value for money in training. NVQs attest up to five levels of skill: the first three levels
are usually in the clerical, semi-skilled manual and craft occupational areas. Levels 4 and 5
relate to higher skills levels, often in managerial professional and related occupations.
1.2.2 Categorisation of types of skills is not precise and it is often difficult to identify the
boundaries between different types of skills. However, it is possible to identify different groups
of skills which are important in the labour market:

Basic skills
These are the basic building blocks that everyone needs to get a start in an effective
working life, noticeably the ability to read, write and speak English and use mathematics
at a level necessary to function and progress at work and in society in general. Basic
skills may well be included in the future.
Kev skills
These build on basic skills in two ways. Firstly, they embrace a wider range of
predominantly work related skills. Secondly, they require the application of these skills
in a wider range of contexts plus the ability to transfer skills learnt in one environment to
a different one. These generic skills which are needed in almost every job range from
GCSE to first degree level. They include: the ability to work well with others; effective
communication;the ability to apply numbers; the ability effectively to use IT; problem
solving; the ability to learn;
Hiaher level skills
This term encompasses craft, technical, professional and managerial skills at around
degree level and above which are key to effective performance at work and essential for
economic success. Many organisations provide education and training leading to
qualifications at technician and professional levels. While there are already a number of
NVQs at levels 4 and 5,many other qualifications remain unaccredited. Some of these
have been developed by statutory, chartered or other professional bodies with variable
roles, responsibilities and powers in relation to defining standards. Some are skillsbased and it is expected that occupational standards will increasingly form part of
training and education programmes at technician and professional levels.
1.2.3 The demand for education and training may be prompted and expressed by individuals or
their employer. This demand is in turn a product of the skills needed in the labour market, which
is determined by a number of factors, specifically:
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The chanaina occupational structure of emdovment
Growing occupations will require a new supply of skilled workers.
The need to replace existina workers
All occupations, whether growing or declining, lose workers through retirement or for
other reasons, so it is important to consider the levels of "replacementdemand" for
workers.

'.

The increasina skill demands within occuoations
There is also the need to meet the pressure for upskilling stemming from the continuing
increase in skills requirements across a range of occupations.
The aualitv of existina labour suooly
Even where there is an adequate supply of labour in quantity terms, it is important that
the quality of supply meets employers' needs. In some cases, there may be a need to
raise the skills of the existing workforce to the level needed for businesses to operate at
their most efficient and effective level.

e

1.2.4 These four main factors affecting the need for skills, are examined in turn below:
Changing Occupational Structure of Employment
1.2.5 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.
1.2.6 Between 1981 and 1997, 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 9.4%; and associate professional and
technical occupations from 7.2% to 10.0%.

1.2.7 However, over the same period, craft and skilled manual occupations, plant and machine
operatives and other elementary occupations saw relatively large falls in employment from
17.4% to 12.4%,from 12.1 to 10.0% and from 10.7% to 8.2% respectively.

c;

1.2.8 Business Strategies Limited have recently produced projections of employment in the U K
to the year 2006 (BSL 1997). They expect the trends that have occurred over the last couple of
decades to continue over the period to 2006, although the rates of both increases in growing
occupations and decline in shrinking occupations will be somewhat slower.
1.2.9 Whilst projections cannot be precise, they are useful tools to help describe the direction
the labour market may take. BSL projections suggest that, by 2006, managerial, professional
and technical jobs will have increased their share of employment still further. Craft and skilled
manual jobs are expected to occupy a smaller share of total employment. However, this broad
figure masks a fairly stable share for construction trades but a large reduction in the skilled
engineering trades. 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. The following chart provides more detail:
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Employment by Occupation 1981,1996and Projection for 2006 (BSL 1997)
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The Need to Replace Existing Workers
1.2.10 Even in occupations where employment is in decline there is a clear need to train people
to replace those lost to retirement and other occupations. Most importantly, although
employment is projected to decline in a range'of intermediate especially low skilled occupations,
new appropriately skilled recruits will be needed to fill some of the jobs that remain.
1.2.11 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.

1.2.12 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 b e
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). Objective 4 could be used
to help the upskill of the existing workforce who currently lack the higher level skills, to enable
them to meet t h e higher skills requirements which arise a s a result of industrial and

technological change.
The Increasing Skill Demands Within Occupations
1.2.13 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 systems will occur where both
numbers and skills are increasing.
1.2.14 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.
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1.2.15 The Employment in Britain Survey (PSI 1993) confirms a n 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.
1.2.16 It is possible that this trend could, a t least in part, b e 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 levels, employees
were more likely to have experienced a n increase than a decrease in their skills between 1986
and 1992.

c

1.2.17 Under the intense competitive pressure from global markets, firms a r e increasingly
seeking to concentrate on more customised products involving shorter production runs. 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. This change is most marked in larger companies
which a r e creating smaller, more autonomous business units or teams which are able to
respond flexibly to product and process ~ h a n g e .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 These organisational changes a r e geared towards increasing
empowerment and accountability ' a n d have been implemented with increased u s e of
information Technology. Increased investment in management development is needed,
especially in SMEs.
It.

1.2.18 The abandoning of the simple production line approach, in favour of small
manufacturing teams, whose members a r e often required to be multi-skilled and to have more

discretion in organising their work, has a impact on the type of skills required. O n e
consequence of this change is the increasing level and variety of skills required by front line
supervisors.
1.2.19 The 1997 Skill Needs in Britain Survey (IFF 1997)found that 7 out of 10 employers
thought that the need for skills in the average employee w a s increasing6. The main reasons
given were changes in processes or technology, changes in work practices and multiskilling.
Competitive pressures such as changing the services provided by the company, keeping ahead
of competition and greater focus on customer service were also reported as being important.

c-

1.2.20 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.

~~

. 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.
4
. Rajan e t al (1996), p.34.
'. Rajan e t al (1996), p.35
IFF Research Ltd "SkillsNeeds in Britain 1 9 9 7 , IFF, 1997

'
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1.221 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
increased responsibility, greater autonomy and being expected to have higher level, especially
technical and social skills.
1.2.22 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. Increasingly, they are also taking on the
roles of team worker and Independent worker.

1-2.23The conclusions of the researchers are that skill requirements within secretarial
occupations have widened and increased. They underline the importance of effective education
and training. Similar evidence of higher and broader skill requirements is being found across a
range of other occupations including sales assistants, care workers, process workers and
senior managers.
1.2.24 The pressures on the modem enterprise operating in a competitive business

environment, together with the general broadening of skill requirements, puts increased
l
emphasis on the development of key skills. In particular, these are demands upon the
individual’s ability to communicate (in all senses of the word), motivate (themselves and others),
solve new problems and encourage flexibility. The requirement for key skills and multi-skilling
are increasing in all areas of work; Objective 4 could help where these requirements are a
product of changes in technology and subsequent working practices.
The Quality of Existing Labour Supply: Underqualification of Existing
Workers and Other Shortages

1.2.25The 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 highlighted
the increasing skill requirements within many occupations.
I.2.26These analyses lead us to question whether we are supplying the skills we need. Skill

deficiencies could manifest themselves in two main ways:
Quantitative shortages demonstrated by an increase in the number of job vacancies which
employers find hard-to-fill; and

6

Quaiitative shortages or long-term deficiencies which give rise to a reduction in business
efficiency, e.g. 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 skills.
Quantitative Shortages

1.2.27 Measures of current and recent skill shortages may indicate where shortages are likely

in the near future but must be treated with caution. They mainly reflect reported recruitment
difficultiesand affect business and economic performance only at the peaks of the cycle.
1.2.28 Not all recruitment difficulties are due to skill shortages. Jobs c a n b e 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.

1.229 Whilst various sources show that the level of recruitment difficultiesfacing firms has
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been stable for a few years, not all occupations are affected equally. The Skill Needs in Britain
Survey (IFF 1997),whichexamines the level of skill shortages by asking employers a range of
questions related to hard- to-fill vacancies, showed that 21 % of hard-to-fill vacancies were in
personal and protective service occupations and a further 19%in associate professional and
technical occupations. These were both groups seeing large increases in numbers employed.
However, the latter category of shortfall was thought to be more likely to reflect genuine skill
shortages rather than poor employment conditions.

1.2.30 Ten per cent of hard-to-fill vacancies were in craft and skilled manual occupations. While
this occupational group is relatively large, the fact that it is facing problems filling vacancies
while in decline demonstrates the importance of ensuring that a skilled workforce is readily
available to replace those leaving such occupations.
Qualitative Shortages and Long-Term Deficiencies

c

1.2.31 The lack of current reported skill shortages, and some doubt about their impact, is no
reason for complacency: shortages which are established deficits but to which employers may
have adapted their behaviour over a long period may have fundamental effects on businesses.
1.2.32 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 longterm as well. Such deficiencies affect the competitivenessand productivity of the UK economy.
1.2.33 One example of this problem is where employers, despite having no problems recruiting
people to their vacancies, may find that deficiencies in their existing workforce skills hamper
their attempts to improve productivity and move into new markets.
1.2.34 Underlying changes leading to upskilling have increased the importance of key or
generic skills. In the 1997 Skill Needs in Britain Survey, 18%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.

c

1.2.35 The most common problems were the lack of: management skills: general
communication skills: computer literacy: customer care; and personal skills. However,
employers also reported significant problems in relation to basic skills, and whilst few people are
illiterate or innumerate, according to the international Adult Literacy Survey (Sept 1997),one in
5 people in the UK have poor literacy or numeracy skills.
1.2.36 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.
1.2.37 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. Getting a sufficient supply of skill is
obviously important. It depends crucially on investment by employers and individuals in
developing the right skills.
Conclusions
1.2.38It is possible to forecast, at national level, the industries and occupations which are most
likely to grow and to identify their likely skills requirement. However, much anticipatory work
needs to be carried out at regional level in order to identify the supply and demand for skills and
to make an assessment of the mechanisms needed to meet this gap.
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1.2.39 The consequences of the changes s e t out above are compounded by the arguably poor
levels of skill in much of the workforce, which isolates the target groups most affected by
industrial and technological change. These include those who need to move to new jobs or
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. The Objective 4 programme should therefore give priority to:
increasing the higher-level skills of employees to meet the n e e d s of the new jobs which are
expected to b e created
0

.

aiming to broaden the level of key skills within the workforce
ensuring that those lacking basic skills are trained to increase their employability

1.2.40 Given the availability data, the groups of workers which should be given priority for
support by Objective 4 area are as follows:
Unskilled a n d semi-skilled manual workers
Many of t h e s e 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 sufficient understanding to be able to monitor complex automated systems and
diagnose basic problems.
Craft a n d skilled manual workers
Some of t h e s e 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 manager/front line supervisor jobs.

.
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CHAPTER 2: STRATEGIC FRAMEWORK FOR WORKFORCE DEVELOPMENT
2.0 Introduction

2.0.1 The European Social Fund reinforces a n d complements national policy in the a r e a of
active labour market policies. ESF under Objective 4 is provided specifically to facilitate the

adaptation of workers of either s e x to industrial change, and especially those threatened with
unemployment, or affected by industrial change or changes in production systems. The Fund
is used to complement national programmes, both Governmental and non-Governmental,
taking full account of the principles of partnership, concentration and programming. This
Chapter describes the strategic framework for both EU and UK employment policies, within
which context partners will deliver the Objective 4 actions in the period 1998 to 1999.

c

2.1 EU emdovment framework
2.1.1 The Commission's White Paper on Growth, Competitiveness and Employment

stimulated debate. It also provided a framework for rethinking the problem of unemployment
across the European Union in the contexts of wider economic policy and labour market
strategies which recognise the phenomenon of structural unemployment.
Since the end of 1994, successive European Councils have explored strategies to
improve employment and competitiveness. This process is described more fully in Annex A.
The J u n e 1997 Amsterdam Council called for:
2.1.2

c.:

0

a positive and coherent approach to job creation

0

a skilled and adaptable workforce

0

flexible labour markets responsive to economic change

0

strengthening of the employment relevance of training and lifelong learning
a n improvement in workers' employability

2.1.3 The IGC, concluded at the Amsterdam Council, s a w the incorporation within the Treaty
of a n amended Agreement of Social Policy and a new Employment Chapter. The new Chapter

sets out a mechanism for Member States to exchange best practice in employment policy and
will help to ensure that employment issues a r e taken into account in the formulation of all
aspects of EU policies.
. . .
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2.1.4 Most recently, the Luxembourg Presidency hosted a special meeting of the Council
during November 1997 (the Jobs Summit). This produced Presidency Conclusions with
guidelines for.both Member States' analysis of their employment situations and their policy
formulation. Annual reviews on the basis of agreed guidelines will be preceded by examination
of the 1998 National Employment Action Plans at the Cardiff European Council. The focus of
the 1998 guidelines is:

improving employability; through measures to tackle unemployment, active labour market
measures, partnership approaches and easing the transition from school to work;
developing entrepreneurship; by making it easier to start-up and run businesses, exploiting
opportunities for job-creation, more employrnent-friendly taxation systems;
encouraging adaptability in firms a n d employees; through modernised work organisation and
supporting adaptability in businesses;
strengthening policies for equal opportunities; by tackling gender gaps, reconciling work and
family life and facilitating return to work, promoting the integration of disabled people into
working life.
2.1.5 An important strand of the European Council's examination of employment policies has
been the regular tracking of employment trends and monitoring of relevant national policies. The
UK Government's multi-annual programme "Policies and Programmes for Employment in the
U K (June 1995, updated September 1996)was followed by "Employment Policies and
Initiatives in the UK" (July 1997).The 1997 document sets out the UK's strategy and measures
to tackle the problems of structural unemployment That document also describes the
framework within which the UK will use the ESF to address labour market needs in ways which
complement national policies.
2.1.6 The European Social Fund is the main EU instrument for supporting the employment
policies outlined above. Complementing the mainstream ESF programmes a r e the Community
Initiatives and other programmes (see Annex B) in particular ADAPT. The ADAPT programme
helps workers respond to industrial change, and is closely linked to Objective 4. ADAPT is a
transnational initiative, and emphasises the exchange of good practice across Member States,
whereas Objective 4 is restricted t o domestic provision. As ADAPT has sought to address the
s a m e key issue - adaptation of the workforce to industrial change - the lessons from ADAPT
will be used to inform the Objective 4 programme design and project delivery.

2.1.7 Finally, the EC's Fourth Action Programme on Equal Opportunities between Men and
Women, outlines the Commission's proposed policies and measures to promote equal
opportunities between men and women. Since 1993, the principle of equal opportunities has
been linked explicitly to the Structural Funds, and to the ESF in particular. The principle of equal
opportunities is reflected in all ESF programming documents.
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2.2 UK s t r a t e q v f o r skills

2.2.1 As has happened at the level of the EU, the UK Government has placed employability
at the top of its agenda. A key element in enabling individuals to enter the labour market and to

remain economically active throughout their working lives is their ability to adapt to change and
to continue to learn. The Government is therefore setting in place a learning revolution. The
UK's Learning Society will be learner-friendly and inclusive: it will employ approaches to
encourage learning by those who are currently non-learners.
2.2.2 The 1997 National Adult Learners Survey classified non-learners a s those who had not
done a n y learning over the previous 3 year, the non-learners were mainly in:

c-

craft and related occupations
plant and machine operatives
personnel and protective services
sales

18%
17%

12%
10%

the non-learners were generally from the lower socio-economic groupings with the following
proportion from:
skilled non-manual
skilled manual
partly skilled
unskilled

27%
23%
23%

12%

This background will inform the overall strategy for skills and will inform the work to be taken
forward under Objective 4.

2.2.3 In addition to developing an overall framework, which aims to improve access to training
and development for employers and employees, the UK Government has s e t challenging

c

national targets for raising skill levels. The current aims are: to increase the proportion of the
workforce who have NVQs at levels 3 and 4,or equivalent qualifications; and for 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 carrying out a n
extensive consultation exercise on future National Targets. These are likely to be announced in
Spring 1998.
2.2.4 The UK Government is committed to promoting equal opportunities for women and men.
To d o this, it believes that equality of opportunity should be considered routinely in developing,
implementing, monitoring, evaluating and reviewing policies (Le. mainstreamed). This approach
is in line with both 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 and is applied to ESF programmes and initiatives.
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2.3 Lifelona Learninq
2.3.1 The Government believes that investment in Lifelong Learning is critical to our economic
success, to social cohesion and to personal fulfilment. The increasing pace of change means
that those who continue to develop their knowledge and skills throughout their lives have the
best chance of remaining employable, adapting to rapidly changing economic circumstances

and contributing to business success.
To respond to threats of redundancy and other changes in the workplace, including the
introduction of new technologies, w e need to improve the learning capacity of small firms and
the adaptability of individuals. This means transforming learning for individuals at risk from
change in the workplace; and encouraging and enabling them to better manage their learning
and their careers.
2.3.2

2.3.3. Workforce development is s e e n as a priority, in order to increase competitiveness,
improve the employability of individuals and reduce social exclusion. This priority has its roots in
a background of: increasing demand for higher level and transferable skills - and a fall in supply
of unskilled jobs; a growing awareness of the importance of creativity and intellectual capital;
falling demand for narrow occupational skills; a need to keep skills relevant and up to date; and
a greater demand for the basic skills of literacy and numeracy. The Government believes that a
combination of a sound education and high quality opportunities to learn throughout life will
create a skilled and responsive labour market that will ensure the U K s competitiveness
continues into t h e next century and beyond.

4

2.3.4 The Government's strategy is to widen participation in learning by encouraging and

supporting individuals to return to learning - and for their employers to support them in their
effort to improve skill levels. This strategy, the analysis in Chapter 1 and the early evaluation of
Objective 4 programmes in other countries all point to a greater emphasis on targeting
individuals with poor skills, including those with poor basic skills.
2.3.5 The Government is committed to improving (a)the level of basic skills of literacy and
numeracy in the UK; and (b)skills in areas central to economjc performance and competition.
As the majority group of employers a r e SMEs, they have a crucial role to play in promoting
workpiace learning. The role of the employer in planning for and enabling workplace
development is critical. For example, some of our competitors' employers a r e better a t
designing jobs to maximise use of literacy and numeracy skills which helps to avoid the decline
in skill levels that becomes apparent if they a r e not used.
._

2.3.6 Similarly, small firms face the greatest barriers to employee development in terms of
time, cost and perceived relevance of training provision to the needs of the business. Not only
that, but investment in workplace basic skills programmes currently tends to be restricted to
large companies so individuals without basic skills in small firms a r e doubly disadvantaged.

2.3.7 The Green Paper, "The Learning Age", (Cm[3790], [date]) provides a detailed account of
the Government's strategy for creating a culture of lifelong learning. It sets out the
Government's plans for developing a framework which encourages both individuals and
employers to make the necessary investment in skills.

To achieve this framework, the UK needs to:

improve the information, advice and guidance available
0

improve provision to make it more accessible and relevant
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0

0

0

persuade employers to invest more widely in the updating of the skills of their workforce
build up arrangements for individuals to make learning more affordable, accessible and
relevant
work more with small firms who a r e a t greater risk from changes.

2.3.8 This framework will, where appropriate, make use of new technologies and take
account of new ways of working and production techniques. Central to this are new initiatives to:

improve information, advice and guidance and to ensure appropriate provision of
learning opportunities, through the University for Industry;
provide a n effective vehicle to help people take more responsibility for developing
their careers by investing in their own skills. For example, Individual Learning
Accounts (ILAs)will allow people to fund the education and training they need and
will b e particularly helpful for people in small firms who want to learn new skills;
help small firms to plan a structured approach to training and development of their
employees to meet their specific business needs through, for example, Investors in
People;
ensuring individuals and employers' skill needs a r e anticipated through the work of
the National Skills Task Force and focus where necessary, on basic skills for adults.

c
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I ne Key areas OT new acuvrv, wnicn are wnoiiy or partly aimea ar improving aaaprarion TO
industrial change are described in more detail below:

2.4 Universitv f o r industrv

2.4.1 T h e University for Industry will bring new opportunities for companies, particularly SMEs,

to boost their competitiveness and for individuals to enhance their employability. Acting as a
market-maker, the University for Industry will seek to stimulate sustained m a s s demand for
lifelong learning. T h e Ufl's role will include:
marketing a n d promotion of learning, stimulating mass demand through the use of
innovative and successful marketing and promotional techniques
providing high quality and easily accessible information and advice about learning
opportunities
providing efficient a n d effective means to connect individuals and/or companies to learning
programmes which meet their needs
commissioning leading-edge learning materials and programmes to fill gaps in provision and
respond to customer demand
signifying access to national learning networks and assuring users of the quality of services
provided, brokered or commissioned by the Ufl
ensuring that Ufl is guided by up-to-date information, knowledge and expertise.
2.4.2 The use of new technology to further individual development and enhance skills will be
central to the Ufl's role as the focal point of a national multiple-media learning network
2.4.3 Access to good quality information advice and guidance is crucial in helping individuals to
feel empowered a n d make informed choices about their development. Provision for this service
will form a fundamental part of Ufl. An early target client group for the Ufl will b e individuals with
basic skills needs, given the threats to their employability posed by economic restructuring.
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2.5 individual Learnina Accounts

IUSwill enable individuals to take responsibility for their own career development.
They are intended to allow people to plan and manage their own learning by having a n account
in which they, or others ( including TECs in targeted cases), can invest and from which they
can borrow.
2.5.1

2.5.2

An initial 1 million targeted lMs will be largely focused on individuals who are:

returning to learning with few or no qualifications
working in small firms
in part-time or low-skilled work
returning to the labour market, including women and lone parents

c'

needing new skills for self-employment
needing IT or other key skills
ready to acquire skills needed locally
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2.6 Investors in PeoDle

2.6.1 Investors in People is the National Standard for effective investment by employers in
training. It s e t s 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 a n organisations business objectives. The Standard is delivered
locally via Training and Enterprise Councils (TECs) and Local Enterprise Companies (LECs).

2.6.2 The Investors in People Standard is a cornerstone of the Government's Lifelong Learning
agenda. The Standard provides a framework for Lifelong Learning in the workplace. Both
empioyers 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.

2.6.3 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 a s a framework to develop shared approaches to learning. T h e benefits
will be greater efficiency, flexibility, capability and higher quality and delivery conformance.
Commitment to the Standard, and ultimately recognition as a n Investor in People, can provide
all partners with tangible evidence that they a r e working towards, or meet, the national
Standard.
2.6.4 Across the UK, there a r e currently over 7,800 organisations recognised as Investors in
People. A further 21,000 a r e committed formally to the Standard. Penetration among
organisations with 50-199 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 o r have achieved the
Investors in People Standard. We estimate that only 0.2% a r e recognised as Investors in
People.' A Key priority for Government is therefore improving access to the Investors in People
Standard for small firms to help them improve the skills for their employees. It is hoped that
Objective 4 will assist with innovative approaches.

7

Figures current as at 28.9.97
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2.7 Anticipation of skills

The overall strategy must b e underpinned by effective identification of future skills
needs. In recognition of this, the Government announced that it will establish a National Skills
Task Force. This will enable the public and private sectors to work together more effectively to
ensure that existing labour market information is used strategically to inform the development of
the skills agenda.
2.7.1

".

The work of the Task Force will be underpinned by the existing mechanisms to gather data on
skills needs, which includes the following activities and approaches:
TECs, LECs and Further Education Colleges undertake and participate in partnership

0

studies at local labour market level.

c

The new network of National Training Organisations (NTOs) carries out research t o identify
labour market trends and emerging skill and training needs a t sector level.
The Government commissions research studies into skill needs on a regular basis. The
annual Skill Needs in Britain Survey is the most,widely used survey of skill n e e d s a n d
training uptake. Over 4,000 employers are contacted for the research which takes place
over 4 months each year. The Department for Education and Employment also commissions
a d 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 a r e currently undertaken every two years.

0

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 training recommendations from the
Foresight panel reports, DfEE, as part of its IT0 Foresight initiative, supported the production
of a report entitled 'Technology Foresight - Nurturing the UK Skills Base'.

0

c

2.7.2 Having identified skills requirements it is essential to ensure that those involved in the
development and delivery of training have access to this data. 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. 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 a n d 64% use the information to inform their day
to day business decisions.'

.

1995 RSL survey of Skills and Enterprise Network members.
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2.8. Strateav for e m l o v e r s

2.8.1 The Government recognises the immense value that SME employers bring to the UK
economy both in terms of job creation but also in terms of innovation and creativity. It is
important to back small firms and to encourage small firms to play their part in developing the
skills of their employees and therefore contributing to the overall strategy for workforce

development. (See annex C for general background information).
Employee Development Schemes
2.8.2 S o m e 800 British Companies now have a n Employee Development Scheme. Such
s c h e m e s can provide a s t e p towards creating a learning organisation, by encouraging
employees to take responsibility for their own development.
2.8.3 Employee Development Schemes can be used to overcome barriers to learning and are
particularly aimed at attracting those with low skills and few qualifications.
2.8.4 Employee Development Schemes especially in smaller businesses may be considered,
in the context of Objective 4,as support activities to the primary activities outlined above.
2.9 Conclusions

Work on the Lifelong Learning framework will be put in place in 1998, but it will take a
number of years to bring about the transformation in learning opportunities that the Government
requires. Whilst much of the work related to the upskilling of the workforce will be taken forward
through initiatives such as Ufl, 114s and Investors in People (which a r e central to the strategy
for lifelong learning), these initiatives should not be s e e n in isolation. The initiatives build on
work which has been carried out in the UK over many years by a wide range of organisations
in the private and public sectors. The Government is committed to: raising the competitiveness
of the UK, generating high levels of income and employment; and encouraging the development
of skills across the workforce. Raising participation in the labour market is central to this. The
UK h a s a rich mix of organisations which help to nurture training and development.
Background material about other UK training initiatives and the infrastructure through which
they a r e delivered are a t Annexes C and D.
2.9.1

2.9.2 The UK Lifelong Learning strategy is aimed at mobilising all parts of the country's labour
force. The four key activities: the University for Industry; Individual Learning Accounts; Investors
in People; and Employee Development S c h e m e s will form the core of Objective 4
implementation. They Will be targeted at those groups identified in Chapter 1 as needing most
assistance to adapt to industrial change and will focus on the priorities set out in Chapter 3.

34

(--

51

CHAPTER-3: LABOUR MARKET CONCLUSIONS AND RATIONALE FOR SUPPORT

3.1 Introduction
3.1.1 Taking account of the ESF Regulations which govern Objective 4 and the current U K

policy o n workforce development, three priorities have emerged for training to support
employed people faced with industrial change. These are:
i)

to develop anticipation tools that inform the development of training programmes;

ii)

to target training on those individuals within companies who do not have relevant up to
date skills and who risk becoming unemployed; and, linked to i)
and ii),

iii)

to fund the development of innovative training systems, which make use of new
technologies and take into account new ways of working and production techniques; to
encourage improved networking between SMEs and SMEs and large firms and the
dissemination of results of research carried out in the first priority.

c

3.1.2 These priorities fully reflect those of Article l(2) of the ESF regulation (Regulation (EEC)
No 4255188) concerning Objective 4, namely:
0

the anticipation of labour market trend and vocational qualification requirements;

0

vocational training and retraining, guidance and counselling; and
assistance for the improvement and development of appropriate training systems, with
particular reference to the specific n e e d s of small and medium-sized enterprises.

3.1.3 The rationale for the UK approach, and in particular, the justification for the e m p h a s e s
within these priorities to suit the UK context, is set out below starting with the general approach,
followed by a n explanation of each priority and a description of the type of activity to be

supported.
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3.2 Overview
3.2.1 Skills a r e a key factor in increasing the employability of the individual; releasing the

creative potential of the workforce and raising productivity throughout the economy. Providing
the skills needed to enable the individual to compete effectively in the labour market and
bringing workforce skills up to date is best achieved through a two-pronged approach.
Companies must be encouraged to invest in the skills of their workers but individuals also need
t o take responsibility for their own training and development n e e d s and enabled to pursue
structured training leading to a qualification.
3.2.2 The analysis in Chapter 1 suggests that all parts of the economy are subject to industrial
change. However, there a r e people in the labour market, particularly those without basic skills

and in manual occupations, who are most a t risk from industrial change both because they a r e
more likely to lose their job involuntarily and because, when unemployed they are ill equipped to
take up and retain another job. What is more, they a r e less likely than others with higher
qualifications to receive any training without Government and/or Objective 4 support, as
employers a r e far more likely to invest in those employees who already have higher level skills.
The priorities for support in this plan reflect the wish to concentrate Objective 4 funds upon
target groups identified through analysis in Chapter 1, as most in need of intervention to
improve their competitiveness
3.2.3 There a r e many reasons why employers (SMEs in particular) and employees fail to
invest in training. One ofthe key reasons is thought to be a lack of information on the benefits,
on the range and quality of training available and on how to assess their training needs and plan
training. Difficulties for small firmsare increased by the fact that they generally lack in-house
training expertise and facilities (which it is not economic for them to provide), thus increasing
reliance on external information sources. There are others barriers, such as employers’
reluctance to invest in training because they feel that there is a n unacceptably high risk that the
trained employee will become sufficiently attractive to other employers that they will leave
before the employer w h o has provided the training can recoup their investment. The smaller
businesses may find it particularly difficult to release staff for training, as they have too few staff
to provide cover.
3.2.4 The UK Government believes 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. T h e s e aims will be achieved through the work of the National Skills Task Force, and
initiatives such as Investors in People, which provides a mechanism for individual companies to
identify how their workforce must develop to meet future business needs. Through the
Investors in People Standard, individuals develop transferable skills and acquire qualifications
which enhance their employability and employers benefit from a more highly skilled and
motivated workforce.

3.2.5 Whilst this Objective 4 programme will focus o n the need of SMEs with fewer than 250
employees, it is important to recognise that large companies also have a n important role in
encouraging the development of companies within their supply chains. Use of Objective 4
funds in GB will therefore, be sufficiently flexible to enable s o m e work with larger firms in
partnership with SMEs.
3.2.6 Another key feature of Objective 4 help in GB will be to empower individuals,
particularly those without basic skills, to think about their training needs and to carry out
structured training, either in conjunction with their firm or privately. This focus will complement
UK policy on Lifelong Learning (see paragraphs 2.3.7) and is particularly necessary because
businesses, particularly small firms, tend not to invest heavily in lower level skills training. A
survey in 1993 found that only 14%of those firms who provided training had a policy to tackle
basic skill needs. Without public intervention, those lacking basic skills a r e unlikely to be able to
36
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pay for training: clearing banks a r e unlikely t o lend for fear of default; and individuals without
basic skills are unlikely to have sufficient resources to pay for training themselves.
3.2.7 In developing activities within the framework of these three priorities the UK's strategy
for workforce development , as s e t out in the Green Paper, The Learning Age, and reflected in
Chapter 2, is key. The UK strategy for workforce development has much in common with the
aims of Objective 4 and as a consequence it is envisaged that the majority of the projects to b e
funded will be linked to the key initiatives of University for Industry; Individual Learning
Accounts; Investors in People; Employee Development Schemes; work linked to the National
Skills Task Force. It is anticipated that approximately 70% of the available funds will b e spent
on t h e s e activities. However, in recognition of the fact that some activities which have been
identified a s being appropriate to Objective 4 but outside the scope of these key UK initiatives,
it is anticipated that up to 30% will be spent o n these specific activities which are included in t h e
following section.

a

c

3.2.8 GB Objective 4 priorities, as set out at part 3.3 of this chapter, a r e not viewed in isolation
but rather as interlocking stages in personal a n d company development. 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 b y the European Commission.
In developing activities within the framework of these three priorities, the University for
Industry concept is key. Given the close links between the aims of Objective 4 and ADAPT it is
intended that both programmes will seek to support the work to be taken forward under the Ufl.
The distinction is that ADAPT will be used to fund the most innovative work and work with a
transnational element, ADAPT will therefore generally be used to fund developmental and pilot
projects. The Ufl prospectus will make clear t h e distinction between the work funded through
Objective 4 and ADAPT. Whilst taking into account specific needs, projects should, where
appropriate, have the potential to become part of the network that will have the University for
Industry a t its hub.
3.2.9

c

3.2.1 0 The national division of funds will be on the basis of the priorities set out in this plan but
will respect regional 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 o n
Objective 4 activities contained in this plan c a n b e adapted a t 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 particular groups
of individuals require particular help: this will need to b e taken forward within a national
framework, which will ensure that all sectors a r e eligible for support under Objective 4.
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3.3 Priorities for s u ~ p o r t

Priori* 1: Planninq for c h a n a e

Priority 1 will support two main strands of activity:
Overall anticipation of changes in the labour market a t national, regional and local level
Company level skill analyses

.

Overview
3.3.1 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.
3.3.2 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 o r a t 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.

{\

3.3.3 Priority 1 represents a n important strand of Objective 4 which should logically expect to
lead on to work under Priorities 2 and 3. However, given the timescale for the implementation of
the GB programme it is clear that much of the Priority 1 work will need to be carried out in
parallel with activities supported under Priorities 2 and 3. Priority 1 may also be used to identify
activities which will need to be met beyond the life of Objective 4 and will therefore be expected
to inform skills n e e d s beyond the lifeof this programme. It is expected that approximately 30%
of the funds available for priority 1 will be used to anticipate changes a t national, regional and
local level.

Rationale: Overall anticipation of c h a n g e s in the labour market at national, regional a n d
local level
3.3.4 The rapid industrial and technological changes that face companies and their employees
require both national, regional and local approaches to tackling skills gaps a n d informing the
design of training for those who need to adapt. Company o r individual level analysis of skill
needs should not be completed without reference t o underlying industrial trends and
technological changes. It is in recognition of the importance of the need to set a n overall
national agenda for skills that the Government announced the National Skills Task Force (see
paragraph 2.7.1). This Task Force and the Skills Unit will enable the social partners to work
with the Department for Education and Employment and those organisations which provide
skills training to ensure that business has the skills it needs a t the right time. This work will be
complemented by the National Training Organisations which have a remit to identify (and
tackle) skills shortages; and by improved regional and locally based skills forecasts. Where
appropriate, the analyses supported by Objective 4 will be linked to the work taken fonvard
under the University for Industry, which aims to help interpret and define national and regional
priorities for training and adult learning.

3.3.5 This strand of Objective 4 will provide additional funding for projects that attempt t o
provide a n insight into sectoral o r national, regional and local trends in skills. Research projects
at all levels should attempt t o involve firms in their research: experience from ADAPT projects
has shown that, where companies a r e intimately involved in the mapping of skill needs, they a r e
also more likely t o take the conclusions forward through training and development activities.
38
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Support will :be available for:

- national research projects into industrial change and skill needs
- national research projects that examine t h e effects of new technology on particular
sectors

- sectoral research into training needs
- cross sectoral labour market assessments

- regional research into skill needs and labour market changes
- research into baselines for a Learning Town or Learning City project
- development of new tools for labour market analysis, prediction and the effective
dissemination of results to the lowest possible level

Rationale: Company level skills a n a l y s e s
3.3.6 As described in Chapter 2, the UK Government is committed to raising the skill level of
the workforce. Skills requirements can be anticipated a t local, regional and national level but
these forecasts will, by definition, provide a broad framework to inform future provision. Work
also needs to be carried out a t company level to identify the specific future skills requirements
which arise as a result of industrial change. This will be aimed a t enabling companies to
harness change in a positive way rather than simply react to it. Within companies of all sizes,
analysis of employees' skill needs enables employers to: think strategically about future
demands on their workforce; and assess whether they a r e equipped to meet new challenges
with their current skills profile. individual skill analysis will also enable proper planning of
training by the company and the individual. T h e training that matches workers' skills needs
should include transferable up-to-date skills that will help them in their current job but will also
enable them to remain employable a t later stages of their working life.
3.3.7 Although anticipatory work in this a r e a is important, skills forecasting within firms is often
very difficult (as other EU Objective 4 programmes have shown). The labour market

c

background suggests that smaller firms may need support to help them undertake anticipation,
as they a r e less likely to undertake a n y 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. Also, any training provided is most likely to be relatively narrow
and job specific.
3.3.8 This strand of Objective 4 will provide additional funding for projects that aim to help
SMEs to carry out skills analysis as a n integral part of their business planning process; or which

help employees in small firms understand a n d take action to address their own learning needs.
This work could be carried out at the level of the individual enterprise or as a group working
together. The Investors in People Standard provides a structure and framework to assist
employers to assess skills and knowledge requirements of their employees in line with business
needs.
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Support will be available for :

- 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 recognition
- research into baselines of learning experiences, achievements and attitudes of employees
and managers in companies or groups of companies, or industrial sectors
- 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
- skills analyses linked to supply chain
- development of Lifelong learning strategies within companies or groups of companiesdevelopment 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, which could inform the future skill
requirements demanded by the market
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Prioritv 2 : Tacklina c h a n a e through t h e develoPment of the workforce
Priority 2 will support two main strands of activity:
Training and development for key individuals
Training and development for target groups within the workforce
Overview
3.3.9 Chapter 1 of this plan explores the impact of industrial change on the needs of the
workforce and highlights the ways in which they need to adapt in order to respond to this. The
key issues which need to be considered include: the impact of flatier management and job
delayering, which call for greater flexibility and broader-based skills;the impact of technology
increasing the level skills required for new approaches to existing jobs; and the challenge of
developing the higher level skills, which are required for new activities in the workplace.

c

3.3.10 A large number of employees 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 (see paragraph 2.4.0) and so not just in response to the needs of those under
imminent threat of losing their job but also, more importantly, to prevent market failure in the first

place.
3.3.1 1 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 basis to find further employment quickly. A key factor is how best to attract individuals
whose motivation towards learning, and confidence in their ability to learn, is low. O n e element
which will b e key to attracting these individuals is the provision of quality information about the
options available to them. Although advice a n d guidance is available through a range of
mechanisms, this may need to be further developed with the support of Objective 4.

C:

3.3.12 The role of managers in facilitating employee this development is key. As stated in the
overall rationale, training should be targeted a t groups that are not adequately skilled to meet
the future demands, of their firm or 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 a r e p o s s e s s the
basic and key skills enable their adaptation to change. Such key skills include a n awareness of
the importance of learning based on the ability to learn.
3.3.13 The UK Government is currently testing of Individual Learning Accounts ( see paragraph
2.5) in the context of its new Lifelong Learning strategy. In this context, Objective 4 projects in
Priorities 2 and 3 that develop effective ways of targeting people in employment who might not
othenvise b e thinking about developing their skills. Projects should focus particularly in the
a r e a s of key skills and vocational skills, and should engage individuals in learning in ways which
support the developing structure of Individual Learning Accounts. Projects should utilise a n y
existing national infrastructure (for example if account facilities a r e available through national
sponsors) and to develop their approaches in close liaison with DfEE and the Scottish and

Welsh Offices.
3.3.14 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 s o m e people such a prospect can be frightening and deter them from
participation, and in such cases a qualification may b e a longer term goal.
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3.3.15 Within firms and a t regional and national level, the role of economic and social partners
is encouraged in Priority 2; as in Objective 4 as a whole. Other EU Member States have shown
that partnership, a t 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 a t individuals that are most in need of new skills. It is
anticipated that approximately 20% of the funds available under priority 2 will b e allocated to
provision for key workers, mentors, team leaders and trainers.

-

Rationale Training for key individuals, mentors, t e a m leaders and trainers
3.3.16 With different approaches to work organisation and a n increase in team working, the
role of key individuals within firms is increasingly important both as initiators of training and as

those responsible for the training and development of teams or work groups. Encouraging the
development of the workforce as a whole requires that there a r e motivators and trainers within
each firm. These individuals do not always have the requisite skills themselves to recommend
or counsel on training and development matters. This strand in GB will therefore 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, including through supply chains, is very
relevant.
3.3.17 The transfer of results from Priority 1 type activities and translating them into practice
(within the scope of Objective 4 training activities and elsewhere) requires time and effort for
SMEs. The development of individuals who can lead on identifying skill needs and
recommending training is a key factor. Employees who a r e aware of the range of development

opportunities available to the workforce a r e also important to a firm's overall business
development.
3.3.18 The target groups for this measure could be: team leaders within firms; middle o r junior
managers responsible for a n autonomous business unit; in-house trainers; NVQ/SVQ
assessors or mentors. These people would by common agreement, have a key role in the
implementation of changes in the company and may well require various management
development input including training in change management and mentoring. T h e s e people may
also be developing the company's training and development strategy for Investors in People.
Support will be available for:

- training to develop the skills of in house trainers, mentors and NVQ/SVQ assessors
- training to develop the skills of sector based skills of sector based Investors in People
advisors

- 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.
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Rationale: Skills development of target groups in t h e workforce
3.3.1 9 Having clarified the broad areas where training and development are required to equip
the workforce to adapt to industrial change (para 1.2.39), this will be linked to Objective 4
resources for specificgroups of the workforce and approaches to demonstrate additionality and
visibility. These will fit closely with both the UK strategy for workforce development as s e t out in
the Green Paper The Learning Age and the overall aim of Objective 4.
3.3.20 The target groups for this measure might be: the workforce of SMEs supported under
Priority 1 which provides inter alia, company based assessment of, future skills needs; the
workforce of those SMEs and the workforce of other SMEs,which have a clear understanding
of their future skills requirements and whose management already possess the mentoring and
other skills encouraged through Priority 2.

c

3.3.21 Paragraph 1.2.40 identifies the groups which need assistance in their adaptation to
change. Within these groups the learners will be workers whose skills need to be brought up to
the level of the rest of the workforce ; semi- skilled workers who a r e 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.
3.3.22 Whilst there is scope in Objective 4 to provide training and development which covers
basic, key and higher level skills it is important that priority is given to the following target

groups:
Underskilled workers:
0

workers with poor basic skills such as literacy or numeracy
workers with poor management and communication skills
workers who a r e not computer literate

Workers who m a y need to u p g r a d e their skills to adapt to m o r e advanced technology:
0

c

unskilled and semi-skilled manual workers
craft workers and skilled manual workers
clerical and secretarial workers

3.3.23 Given the gender bias in s o m e lower skilled occupations, proposals which seek to equip
people for higher skilled occupations which are non-traditional for their gender will also b e given

priority.
3.3.24 The mechanisms within the UK strategy for workforce development, as set out in
Chapter 2, which may b e reinforced through Priority 2, might include:

- the implementation of activity identified through Investors in People assessments
- Employee Development Schemes
- Advice and Guidance which is part of the University for Industry

- the implementation of Individual Learning Accounts which focus on the Objective 4 client
group.
3.3.25 This document explains the framework for workforce development in Great Britain within
the context of Objective 4. Regional Committees, which will b e established to manage the
effective development and delivery of Objective 4, will have t h e opportunity to set out their own
priorities within t h e framework. This approach will ensure that the work taken forward under
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Objective 4 complements relevant domestic and Structural Fund activity. It will also ensure that
within context of the overall framework, the programme is tailored to reflect the characteristics
of SMEs and. their workforce in that particular region.
Support will be available for:

- 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 guidance related to any of the above

i
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Prioritv 3: Reinforcina solutions to chanqe.
_ -

Priority 3 wili support two main strands of activity:
Development of new training systems
Improved networking
Overview
3.3.26 The final strand of the Objective 4 programme seeks to build on Priorities 1 and 2, as

follows:
i>

by developing new training systems which make u s e of new technologies and that
take into account new ways of working and improved production techniques.

by improving networking to facilitate a better understanding, awareness and take up of
ii)
the training and development.

C’

3.3.27 These two activities a r e closely linked to the overall aim of the University for Industry, a s
described in Chapter 2. Those activities to be supported by Objective 4 which overlap must be
taken forward within the framework of the University for Industry. This could include the
production of leading edge-training materials or participation in learning networks which a r e
established through the University for Industry. It is anticipated that 70% of the funds available
under priority 3 will be allocated to the development of new training systems.

Rationale: Development of new training s y s t e m s
3.3.28 In tandem with support given to projects that analyse trends in the labour market a n d skill

needs and develop in house trainers, this strand will co-fund innovative ways of developing
training systems that will use new technology to enhance teaching methods and ease access to
learning.
3.3.29 The development of new training a n d guidance materials using new technology a n d
multi-media tools cannot b e developed in isolation. The involvement of firms and employees in
the development of new training methods should be encouraged.

c

3.3.30 Employers have a central role to play in developing t h e skills of their people but
individuals must also be encouraged to think strategically about their development needs and to
invest in them. This is likely to be particularly important for those people for whom research has
shown that they a r e less likely to think about or undertake further learning, for example:

- older workers, single parents and people with dependent children;
-those with low incomes, unskilled and other manual workers.

7
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Support will be available for:

- development a n d 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 Internet;
- sectoral training packages for target groups;
- development of distance learning packages leading to NVQ/SVQ qualifications in IT,
management o r communication skills;
- pilot training courses for trainers using new forms of technology;
- development of handbooks for managers on innovative approaches to training and
development;
- development of new learning technology and systems that encourage participation in
learning;
- development of new technology based diagnostic tools for guidance.
Rationale: improved Networking
3.3.31 SMEs often feel isolated from training providers, other companies within their sectors

\

and employer groups or support facilities in their area. This strand will support networks
between SMEs o r between SMEs and large companies. It will facilitate discussion o n links
between investment in training and development and the 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.
3.3.32 Developing dissemination and networking throughout the programme will be GB
Objective 4 priority. This strand will co-fund projects aimed at facilitating discussion between
employers, employees and training and guidance partners and, which explore collaborative
approaches to providing learning opportunities which relate to Objective 4.
Support will be available for:

- development of action learning groups to reduce lead times from first contact to
commitment and from commitment to recognition for Investors in People;
- national, regional, local o r sectoral conferences or seminars, particularly aimed at small
business;
- development of thematic employee and employer workshops to address training and

i

guidance needs;
- development of seminars for local business people;
- publication and dissemination of up to date skills and labour market news;
- workshops for the local partnership to discuss national and regional trends a n d how
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 o r 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.
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National projects
3.3.33 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, a national approach may be more appropriate in some
cases. The most obvious examples of projects which are best carried national level are those
which relate to for example the national skills forecasting which would be carried under Priority
1 or any national level dissemination which would be delivered through Priority 3. It may also
be desirable to enable certain sectoral responses to change under Priority 2 where sectoral
organisations are centrally based. The proportion of funds to be allocated to national projects
will therefore vary between priorities.

C

c

c:

3.3.34 Where a project has cross-regional significance or involves a sectoral approach across
regions, applications should be sent for scoring and assessment to the sub-Committee of the
National Monitoring Committee. The percentage of funds allocated to 'national' activities under
each priority will b e agreed by the Monitoring Committee. The DfEE ESF Unit, Government
Offices, t h e Scottish and Welsh Ofices or the National Council for National Training
Organisations will provide guidance to applicants who intend to apply under this category.
3.3.35 It is central to the University for Industry concept that local activities form part of a

national picture. Thus, where national projects are to operate under the University of Industry
banner, these projects should fit with the overall plan for the University for Industry. Any
national projects would therefore need to be sent to the sub-Committee of the National
Monitoring Committee, membership of which will be agreed a t the first meeting of the national
Monitoring Committee.
3.4 Effective Deliverv

Technical assistance
3.4.1 To enable successful implementation of Objective 4, support structures need to be put in
place. A Technical Assistance strategy will b e agreed with the Monitoring committee and will
set out the support activities to be supported in order to take forward the Objective 4

programme. This will clarify which activities, at regional and national level, will need to Technical
Assistance. In view of the considerable interest in the assistance available from the ESF
effortswill be made to ensure every opportunity for those who wish to make an application to do
so. It is also important that the successes of the ESF are made known more widely and that an
effective publicity strategy will be needed to achieve this. A s this is a new programme it will
need clear and well targeted information to generate applications and publicity for its successes,
once the programme is running.
3.4.2 Further support a t an intervention rate of 45% will b e available to those asked to perform
tasks by regional committees that the programme is adequately supported. These tasks might
include labour market analysis, to better target the programme according to the regional needs
(but will need to take account of work done for other Objectives of the Structural Funds, to avoid
duplication and delay).
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3.5 Financina Plan, Additionalitv and Indicators
The FinancindPlan

3.5.1 The financing plan is presented (in current prices) by priority, by year and shows the ESF,
national and total contribution. The funds will be split 45/55 between 1998 and 1999.
The ESF co-financing rate is 45%

3.5.2 Private co-financing 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, a n
employer contribution will be expected, according to the size of firm. The table gives a n
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 a n d , or private
sources.

3.5.3 The distribution of funds between priorities, reflects the relatively limited time the
programme will have to run. Whilst the anticipation strand is key, the fact that the programme
will run for 1998 and 1999 means that much of the P1 and P2 work will need to b e carried out
in parallel rather than always leading from P1 to P2. Projects will however, be expected to
demonstrate that their proposed P2 projects are based on identified need.

f

Table 1

-

Objective 4 Indicative Financial Plan GB (millions of ECU)

Public contributions include those of central Government, local authorities, higher and further
education, Training and Enterprise Councils, and other non-profit making bodies which get their
income mainly from government sources. Third party will normally be from the private sector,
notably business beneficiaries.

3.5.4Any variation to these indicative allocations by priority, during the course of the
Programme's implementation, will require a decision of the Monitoring Committee.

.~
(

Table 2

-

Indicative Annual Allocation by Priority GB

I
Priority

I
2
3
T.A.
TOTAL

I

%

*

13.9
69.7
14.5
I.9
100

I998
ECU'm
15.5
77.6
16.2
2.1
111.4

Total ESF
I999
ECU'm
18.9
94.8
19.7
2.6
136.0

-

98 99
ECU'm
34.4
172.4
35.9
4.7
247.4

Total Public
1999
98 99
ECU'm
ECU'm
6.2
7.5
13.7
31.I
37.9
69.0
6.4
7.9
14.3
0.9
1.o
1.9
44.5
54.4
98.9

1998
ECU'm

-

1998
ECU'm
12.7
63.8
13.3
1.7
91.5

Total 3rd Party
I999
98 99
ECU'm
ECU'm
15.6
28.3
77.9
141.7
16.2
29.5
2.1
3.8
111.8
203.3

-
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Scotland and Wales

3.5.5 The Scottish and Welsh Officeswill 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

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

3.6.1 Article 9 of the Co-ordination Regulation of 4253188 of 19 December 1988, a s 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.
3.6.2 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.
3.6.3 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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Additionality for Objectives 3 and 4
June 1997

-

-

Average 9011 9314

EXPENDITURE
f MILLIONS
Constant
1995/6 Prices

Averaae 9415 9819

I

Total public
eligible
expenditur
e

Non cofinanced
national
public
eligible
, expendllure

National
pubic
structural
aid

Total public
eligible
expenditure

2,060

782

352

430

1,278

1,708

1,884

Employment

21 1

47

21

26

164

190

303

Enterprise

245

5

2

3

240

243

145

4,544

208

94

114

4,336

4,450

167

11

5

6

156

162

Training

Education (VOC)
Administration
Public Bodies'
Match Funding
TOTAL

~~

7,374

1,201

6,173

6,901

Structura
I Funds

National
finance
required

Non cofinanced
national
public
eligible
expenditur
e

National
public
structural
aid

7.
1,076

808

1,400

24 1

275

131

138

5,607

5,393

5,510

181

167

175

14

6

8

244

244

148

148

Total

~

8,364

1,624

I

621

I

1,003

6,740

7,743

~

Notes
Employment includes programmes to help people with jobsearch, recruitment aids and programmes for people with disabilities.
Public bodles matching funding covers the funds which public bodles other than central government, further education or higher education use to provide co-financing for ESF
projects.
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CHAPTER 4: IMPLEMENTATION OF THE SPD
4.1 Implementation structure

GB Committee Structure, membership and responsibilities.

4.1.I A National Monitoring Committee will oversee strategy, policy development, monitoring
and evaluation. The membership will comprise representatives of organisations responsible for
the administration and delivery of the Objective 4 Programme. This will include representatives
of the Commission, the Scottish Office, the Welsh Office, and Gibraltar. Regional Committees
(see para 4.1.4)will also be represented, in the first instance they will be represented by the
Government Offices. In addition, employers and employees andlor their representative
organisations will also b e members of the Monitoring Committee. This will include social
partners as well as organisations such as National Training Organisations, TECs, Local
Authorities, ICOM, FE and HE sectors.

The National Monitoring Committee will be chaired by the Department for Education
and Employment as the national implementing authority. The committee will agree overall core
project selection criteria, a scoring framework, and the principles of selection. The Committee
will also a g r e e the regional allocation of funding by year for each priority. The National
Monitoring Committee may s e t up working groups to report on particular topics and also provide
expert input to the development and management of the Objective 4. These groups would draw
in expertise from the GBMC and outside organisations as required. In order to work effectively
the membership would be limited. Recommendations from advisory groups would b e fed into
the ESFU/GBMC as appropriate.
4.1.2

4.1.3 Projects applying at national level will be a s s e s s e d against the national criteria. A subcommittee of the National Monitoring committee will have responsibility for assessing, scoring
and recommending projects of national relevance to the implementing authority. The
membership of the sub-committee will be agreed a t the first meeting of the National Monitoring
Committee.

S u b - p r o g r a m m e committee structure, m e m b e r s h i p a n d responsibilities
4.1.4 Regional Committees will be formed to manage implementation of the SPD a t regional
level. The regional structure will be based on the areas covered by the Regional Coordinating
Groups administered by the Government Offices in England and by the Scottish Office, t h e
( Welsh Office a n d in Gibraltar. Regional Committees established by Government Office Regional
Directors, the Welsh and Scottish Offices and in Gibraltar will manage the implementation of the
SPD a t their respective levels. The regional Committees will normally reflect the broad s p r e a d of
the national monitoring committee including local government, the European Commission and
other experts as the Committees consider appropriate. Government Offices will provide the
secretariat for regional committees.
4.1.5 The Regional Committees will be responsible for ensuring that projects under all
priorities are scored and assessed against national and any regional scoring frameworks.

4.1.6 T h e Regional Committees will ensure impartiality by involving a cross section of local
partners in the assessment of competitive bidding and assessment process. Regional
committees will report to the national Monitoring Committee on their choices of criteria a n d on
activities undertaken.
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4.2 Allocation of funds and baselines

4.2.1 Funds will b e allocated regionally, on the basis of a funding formula reflecting potential
demand in each region, the targeting of particular groups, and the need to ensure genuine
added value. The allocation criteria will reflect regional shares of GB employees; GB
redundancies; employees with no qualifications; employees in targeted occupations; number of
ShilEs. The baseline data which has been used for the regional allocation fomula is attached in
the table s e t out in Annex (i) a t the end of this chapter. This material will be further developed
by the DfEE with the aim of agreeing more comprehensive baselines at the first meeting of the
GBMC. Annex (ii) provides the provisional performance indicators.

E

Y

Mu It i-a nnual projects

c

4.2.2 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 b e approved. Projects applying in 1998 which c a n 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 b e committed
in 1998.
4.3 Scorina Framework

4.3.1 A national scoring framework for project selection will be agreed with the GB Monitoring
Committee. This will establish the relative priorities of the target groups identified in the
Objective 4 plan. Regions will be expected to make an assessment of their regional priorities
within the context of the overall GB Objective 4 framework . On this basis they will have the
flexibility to adapt the framework to target anticipation, skills analysis and training on relevant
local needs. It is at this level that a clear picture c a n be drawn which identifies the changes in
the nature and structure of employment, and the impact which this is expected to have on skills
needs. The overall strategy for workforce development and the mechanisms for taking this
foward will be consistent nationally and will be rewarded as such within the scoring framework.
However, regions will have the flexibility to ensure that the programme meets the needs of the

changes within their area.

c

Regional dimension

4.3.2 The approach to sub-national planning under. Objective 4 mirrors that used for ESF
Objective 3. Each Region will need to produce a regional assessment which identifies how
Objective 4 funds can b e best deployed locally. The assessment will be a working document
which s e t s out the economic background for Objective 4 and develops a broad strategy for
ensuring funds are effectively targeted on local needs to achieve maximum impact. They do not
need to be lengthy documents. Ideally, the analysis should lead to a concise document which
bidders would find useful to help focus their application for Objective 4 funding.
4.3.3. Each region will need to identify the key issues affecting the implementation and
targeting of Objective 4 in their area and decide the best approach to presenting these in the
assessment. However, all regions will need to consider:
0
0

0

the number and type of employees most at risk from industrial change;
the nature of the problems they face and the sorts of support most likely to enhance
their employability both within their existing firm or the wider labour market;
the types of SMEs which are least able to deal with this change;
the industrial sectors which are most affected by industrial change
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the future skills implications of these occupational changes
the sorts of support most likely to fit in with the broader economic development needs
of the region;
the s c o p e for complementarity with other domestic and European funded activity, in
particular Objective 2 and 5b provision
the implications of the labour market analysis for developing a strategy for the
development of Objective 4 in the region.
assessment of overall regional strategy, explanation of how domestic or other
Structural Funds activity and partners work to support this.
specific comments on how regions can build on the lessons from ADAPT a t a local
level
statement of how Objective 4 should be targeted within the region
4.3.4. Regional assessments will need to draw on a range of qualitative and quantitative
information. This may include anecdotal information on any emerging skills shortages. It is likely
that much of the contextual labour market analysis carried out for the Objective 3 RDP and in
the context of the Objective 2 labour market strategy groups will be relevant to Objective 4.
However, s o m e further assessment of available information on the employed workforce and the
main industrial sectors will be needed to sharpen the focus on Objective 4.
I

4.3.5 Regions will want to draw on the baseline data provided in Annex (ii). At the suggestion
of the Commission, DfEE is also currently exploring the scope to provide s o m e analysis of the
"qualifications intensify" of occupational change. This may provide some crude a s s e s s m e n t of
the likely pattern of skills demand as proxied by qualifications. This assessment would need to
b e tempered by more local up to date information from employerdemployees on skills needs.

'-

4.3.6 Regional Committees will report to the National Monitoring Committee on the of criteria,
which must build on the national framework.
4.3.7 Any regional criteria over and above the national core criteria will need to be publicised
clearly to ensure that the local priorities identified in scoring frameworks a r e communicated to
applicants TECs and Business Links, as well as LECs and Business Shops have a key role to
play, particularly where firms wish to apply directly. 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 information.
4.4 Monitorina and Evaluation

4.4.1 Monitoring will be carried out both nationally and regionally. Monitoring arrangements will
reflect both the need for routine performance monitoring and the wider evaluation n e e d s to
assess the impact of the programme.
4.4.2Regional 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.

4.4.3 Given the short timescale, evaluation will be undertaken at programme level only. The
scope to carry out a full interim evaluation to inform the running of year two of the programme
will be limited. Attention will focus on a n ex-post evaluation, to be carried out in line with
Commission requirements.
4.4.4 The National Monitoring Committee will consider the need for a representative sub-group
to oversee programme evaluation. This group would be responsible for drawing up a n
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evaluation strategy for Objective 4 and for commissioning external evaluation studies during or
after the programme period. Any such studies would take place following'competitive
tendering. Technical Assistance will be used to part-fund external research.
4.5 Svnerav a n d cornolernentaritv with Structural Funds under other obiectives

4.5.1 ESF support under all objectives should form a coherent approach to developing human
resources and improving the workings of the labour market. An analysis of how to achieve this
coherent approach is best conducted at regional level. Regional committees will, therefore, be
required to identify in detail what is spent under Objective 4 and Objectives 2,3 and 5b by

priority in the region concerned, and will ensure that the results of their analysis are
comprehensively circulated through the wider partnership. The Regional Assessments should
incorporate a clear analysis of how the activities to be supported under Objective 4 are
complementary to those supported under Objectives 2,3and 5b. Regional Committees should
take into consideration the principle of concentration and the need for visibility.
4.6 ADDlications

c

4.6.1 There will be no restrictions o n the types of organisations that might wish to participate in
Objective 4. There will, therefore, be scope for a wide range of organisations to benefit from
Objective 4 funding including any organisation with paid employees. In England, local o r

national partnership bids will apply direct for funding to their Government Ofice or to the
national selection panel depending o n the scope and nature of the project. In Scotland,
applicants will apply to the appropriate Programme Executive. In Wales, it is likewise
anticipated that all applications will b e made to Wales European Programme Executive Ltd.
C o m p a n y applications
4.6.2 Companies could apply for funding directly or through a partnership bid with
'intermediaries, e.g. colleges, training providers, TECs, LECs local authorities. Companies
should be aware of the requirement for a minimum public sector funding contribution of 10%. In
all cases, the bids should give evidence that they have been developed with employees from

more than o n e firm and in collaboration with public sector partners to ensure that the benefit of
Objective 4 is as wide as possible.

c,

Large firms (over 250 employees)
4.6.3 The participation of large firms in Objective 4 will b e particularly valued. Unlike ADAPT,
employees in large firms will be able to benefit from funding under Objective 4 provided the bid
is drawn up in partnership with SMEs. Such partnerships could include a supply chain or local,
regional or national partnerships of companies. 'Targeting of employees within SMEs remains
the priority for GB Objective 4 and, for this reason, at least 50% of t h e beneficiaries in each
project should come from companies with less than 250 employees. Projects involving
beneficiaries from both large companies and SMEs should clearly demonstrate both the added
value for the target beneficiaries in SMEs a n d the additionality of s u c h training for the large

companies.
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Partnership

4.6.4 In all priorities, projects will be given priority if they involve a partnership approach which
involves individual employees in drawing up responses to change, in planning training and in
encouraging individuals to think about their own development.
4.7 ComDetition Policv a n d State Aids
4.7.1 This S P D 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. This issue is
currently under review by the Commission. Projects falling into this category will not b e
approved for co-financing until Commission approval has been received. However, it is

expected that this matter will be resolved before the first bidding round, More detailed guidance
for applicants will be produced by the DEE for the application rounds.
4.8

-

Standard Clauses implementation of the single programming document

4.8.1 Prior amraisal, monitorina and ex-Dost evaluation
A.

Principles and Drovisions aoverninq the prior amraisal. monitorina. interim
assessment and ex-Dost evaluation of the Sinclle Proqrarnme Document

Within the framework of the partnership the Commission and the Member States co-operate,
multilaterally where appropriate, on the structure, methods and procedures to b e used in order
to make monitoring systems and appraisal and assessment work more effective.
1.

Prior amraisal (Article 26 of Regulation (EEC) No 4253188)

Prior appraisal is the responsibility of both the Member States and the Commission and is to b e
carried out through the partnership.
The results of the prior appraisal of the SPD a r e a n integral part of the document.
2.

Monitorina and interim assessments (Article 25 of Regulation (EEC) No 4253188)

T h e monitoring of the SPD is backed up by the interim assessments so that any adjustments
required in the course of implementation may be made.

(

Monitoring a n d interim assessments are the responsibility of the Monitoring Committee and are
based in particular on financial, physical and impact indicators defined in the SPD.
Monitoring involves the organisation and co-ordination of the data relating to the financial,
physical and impact indicators and those concerning qualitative aspects of implementation
(particularly economic and social, operational, legal or even procedural aspects).
Monitoring entails measuring the progress made in implementing the operation and results in
the annual reports referred to in Article 25(4) of Regulation (EEC) No 4253/88.Where
appropriate, and on the basis in particular of interim assessments, it proposes adjustments.
Interim assessments include a critical analysis of the data collected through monitoring,
including those forming part of the annual reports.
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Interim assessments measure the extent to which the objectives pursued a r e gradually being
attained, explain any discrepancies and forecast the results of the operation. They also express
a view about the validity of the operation in progress and its relevance to the objectives
selected.
As a general rule, where a SPD lasts for more than three years, a mid-term assessment is

undertaken after the third year of implementation so that any adjustments required can be
made.
Normally, the Monitoring Committee will rely on a n independent expert to carry out these
assessments. Where during the partnership discussions, it is originally not decided to engage
such a n expert, the Commission reserves the right to do so during implementation of the
operation.
Independent experts a r e required to observe confidentiality when dealing with the Monitoring
Committee's data to which they have access.

c

3.

Ex-Dost evaluation (Article 26 of Regulation (EEC) No 4253/88)

An ex-post evaluation is undertaken in respect of each individual operation under a n SPD.
Such evaluations are based, on the o n e hand, on the information gathered through monitoring
and the interim assessments of operations undertaken and, on the other hand, on the collection
of statistical data relating to indicators defined when the objectives were laid down.

T h e Member States and the Commission may b e assisted by independent organisations o r
experts, who will have access to the Monitoring Committee's information and data. Such bodies
a r e required to observe confidentiality when dealing with the data.

B.

Monitorina of the Sinale Proarammina Document

4.

The SPD Monitorina Committee

Estabfishment

c.

Unless other arrangements are made through the partnership, a Monitoring Committee is
responsible for monitoring implementation of the SPD. This committee may also be responsible
for monitoring assistance granted for the Community initiatives implemented o n t h e territory
covered by the SPD.
The Monitoring Committee consists of representatives of the Member State, including, where
necessary, representatives of the competent authorities and bodies as referred to in Article 4 of
Regulation (EEC) No 2052/88, and representatives of the Commission and t h e EIB:. The
Member State, the Cornmission and the EIB shall appoint their representatives to the Monitoring
Committee within 30 d a y s of notification to t h e Member State of the Commission decision
approving the SPD. The chairman of the Monitoring Committee shall b e appointed by the
Member State.

The Monitoring Committee shall establish its own rules of procedure, including a n y appropriate
organisational arrangements.

The Committee may meet at the initiative of either the Member State concerned or the
Commission. The Monitoring committee shall normally meet twice a year, o r more often if
necessary.
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At its first meeting, the Committee shall draw up and approve detailed provisions for the
discharge of the duties assigned to it with particular reference to the monitoring and interim
assessments of the SPD.
T h e Monitoring Committee shall be assisted by a permanent secretariat responsible for the
preparation of documentation relating to monitoring, reports, agendas, and summary records of
meetings. The authority responsible for implementation of the S P D shall provide the
secretariat.
In principle, the documents required for the work of the Monitoring Committee shall be available
three weeks before the date of the meeting.
Duties
The Monitoring Committee ensures, amongst others, the following tasks:

-

It ensures the satisfactory progress of the operations undertaken to implement the S P D ,
where appropriate including the operations carried out with regard to Community
initiatives. It shall take care in particular of:
..

i

-

compliance with regulatory provisions, including those relating to the eligibility of
measures and projects;

-

conformity of the operations and measures with the priorities selected and the objectives
foreseen;

-

compliance with the other Community policies.

In its rules of procedure, the Monitoring Committee will s e t out the operational procedures for
selecting projects or measures, which shall b e done in accordance with the priorities and
selection criteria laid down in the SPD.

-

It monitors, organises and examines the work on interim assessments of the SPD on the
basis of the financial, physical and impact indicators defined therein at the level of the
priorities, the sub-priorities and the measures;

-

It proposes any s t e p s required to s p e e d up implementation of the SPD where delays a r e
revealed by the periodic results yielded by monitoring and interim assessments;
t

-

It prepares and deliberates on any proposals to amend the S P D in accordance with the
rules and procedures set out a t 5 below;

It proposes the allocation of the resources generated by the annual indexation of the
original budget for the SPD by reinforcing certain measures andlor setting up new
measures under the SPD in question;

-

9

It co-ordinates the measures under t h e S P D in accordance with Commission Decision
No 94/34UEEC of 31.5.94 concerning information and publicity measures t o be carried
out by the Member States concerning assistance from the Structural Funds and t h e
Financial Instrument for Fisheries Guidance (FIFG)'

OJ No 1 152.18.6.1994 p 39
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-

It proposes technical assistance measures to be adopted by the chairman in agreement
with the Commission representative and implemented within the relevant financial
allocation;

-

It gives its opinion on the draft annual reports.

5.0

Procedures for amendment of the SPD

5.1
The following amendments can be decided on by the Monitoring Committee in
agreement with the representatives of the competent authorities of the Member State a n d the
Commission:

a)

a n y modification of the total cost of or the Community contribution to a priority o r to a n
annual instalment of the SPD by transferring it to another priority or annual instalment.
Such a modification may not exceed 20% of the total cost of or the Community
contribution t o the SPD as a whole. However, this percentage may be exceeded
provided that the amount does not exceed ECU 25 million.
Any modification is subject to the availability of funds and must remain compatible with
the Commission’s budgetary rules. It may not affect the total amount of Community
assistance granted to the SPD”, or the allocation to each Community initiative. It may
entail transfers of resources between the Community Structural Funds and the FlFG and
a change in the rate of assistance. .

b)

other minor modifications concerning the implementation of measures which do not
affect the indicative financing plan, with the exception of the provisions concerning aid
schemes.
Decisions concerning modifications must be notified to the Commission and the Member
State immediately. Whenever the amounts of finance are altered, the notification shall
b e accompanied by the revised financing plan of the SPD”.
The responsible Commission service shall acknowledge receipt of the notification and
confirm the date thereof. The modification shall take effect once it has been confirmed
by the Commission services and the Member State concerned, which must be d o n e
within 20 working days following the date of receipt of the notification”.

The following modifications may b e decided on by the Commission in agreement with
5.2
the Member State and after receiving the opinion of the Monitoring Committee:

a)

in the case of other SPDs,any modification exceeding the thresholds set out in 5.1 (a)
without amending the total amount of Community assistance granted to the SPD.

b)

any transfer of resources from the Structural Funds between the individual S P D s within
a Member State which d o e s not exceed 25% of the Community contribution to the SPDs
in question. However, this percentage may be exceeded provided that the amount of
the modification does not exceed ECU 30.million.

10

11

12

This means the total amount of Community assistance, a t constant prices, a s referred to in the
commission decision approved the SPD.
The revised financing plan constitutes the standard document as agreed within the negotiations
on the regulation.
Justification shall be provided for any refusal of confirmation.
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The Member State s e n d s the Commission a n application for modification. The application must
include:

-

the revised financing plan. The amounts contained therein in respect of past years must
correspond to the expenditure actually incurred during those years;
the opinion of the Monitoring Committee on the modification concerned.

The responsible Commission service shall acknowledge receipt of t h e notification and confirm
the date thereof. The Commission shall approve the modification within four months following
the date of receipt referred to above.
Other modifications require a revision of the SPD following the procedures applied for its
adoption. These arrangements include consultation of the Committees referred to in Articles 27
to 29 of Regulation (EEC) No 4253188.
5.3

5.4 In accordance with Article 11 of Regulation (EEC) No 4253/88,any assistance approved
under the Community initiatives which has a n impact on t h e SPD concerned must be taken into
account when the SPD is revised. To that end the revised financing plans notified to the
Commission and the Member State concerned in accordance with the procedures at 5.1 and
5.2 shall separately include the finance decided on in the meantime for the implementation of
..
the different Community initiatives.
.t

6.
Reports on the irnsdementation of oDerations (Article 25(4)of Regulation (EEC) No
4253/88)

All the reports which the. authorities designated by the Member States a r e to submit to the
Commission shall b e drawn up in accordance with a mutually agreed standard format (interim
reports to be submitted within six months of the end of the year, and a final report, in the case of
multiannual operations; in the case of operations lasting less than two years a single report is
sufficient),
The Member State shall inform the Commission no later than three months after adoption of the
SPD by the Commission which authority is responsible for preparation and submission of the
annual reports. Three months after its appointment, that authority shall send the Commission a
proposal concerning the submission of these reports.

The final reports shall contain a brief summary of implementation of the operation and of the
results of the interim assessments and initial factors for assessment of the economic impact on
the basis of the indicators selected.
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4.8.2

Provisions aovernina the financial manaaement of ooerations

1.

The Commission and the Member States have agreed to a p T 2 Articles 19 to 24 of
Council Regulation (EEC) No 4253188 of 19 December 1988 , as amended by
Regulation (EEC) No 208U8314,as follows, in co-operation with the authorities
responsible for implementing operations.

2.

The Member State undertakes to ensure that, with regard to measures co-financed by
the Structural Funds and the FIFG, all bodies designated for the certification of
expenditure by the authorities and involved in the administration and implementation of
these measures either maintain separate accounts themselves or that all transactions
a r e recorded under a codified common accounting system which (in accordance with
paragraph 21) provides a detailed summary of all transactions relating to Community
assistance, in order to simplify for the Community and national inspectorates the task of
monitoring expenditure.

3.

On the basis of examinable documents, the accounting system must be able to provide:

-

C'

-

breakdowns of expenditure, whereby data relating to every co-financed measure
can be produced for every final beneficiary by entering the amount of
expenditure (in national currency) and the date of entry and date of payment can
b e given for every document;
summary statements of expenditure for all co-financed measures.

The c o n c e p t s of "legal a n d financial obligation at national level", "actual expenditure"

a n d "final beneficiary".
4.

"Legally binding agreements" and "commitments" refer to decisions by the final
beneficiary to implement measures and to the allocation of the corresponding public
funds. hdefining these terms, the characteristics of the institutional organisation and
administration in individual Member States and of the type of measure are to be borne in
mind.

5.

"Actual expenditure" must correspond with the payments made by the final beneficiaries
and must be documented by receipted bills or equivalent supporting documents to b e
produced in accordance with the conditions laid down in paragraphs 13,14 and 20.
Article 17(2)of the amended Regulation (EEC) No 4253188 lays down that the
Community contribution shall be calculated in relation to either the total eligible cost of,
or the total public and similar eligible expenditure on, each measure. The option chosen
is s e t out in the financing plans for the operations.

6.

The "final beneficiaries" are:

c:

-

-

the bodies and public or private companies assigning contracts (clients);
in the case of aid schemes and the payment of aid by bodies designated by
Member States, the bodies making payment.

The bodies referred to collect documentation for financial information (drawing
up of receipted bills o r equivalent supporting documents).

13
14

OJ No L 374 of 31.12.1988p.1
OJ No L 193 of 31.07.1993,p 20
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7.

The second subparagraph of Article 21 (3) of the amended Regulation (EEC) No
4253/88 lays down that the payments shall be made to the final beneficiaries without any
deduction or retention which could reduce the amounts of financial assistance to which
they a r e entitled. Paragraph 5 of the s a m e Article lays down that Member States shall
ensure that beneficiaries receive the advances and payments as soon a s possible, and
as a general rule within three months of receipt of the appropriations by the Member
State and provided that the beneficiaries' applications fulfil the conditions necessary for
payment to be made.

Community commitment and payment mechanisms

8.

Both initial and subsequent commitments are based on the financing plan and a r e
effected as a general rule in annual instalments, except for measures to be carried out
over a period of less than two years or where the Community assistance granted is less
than ECU 40 million.

9.

The commitments in connection with the first annual instalment a r e to be made when the
decision approving the measure is adopted by the Commission.

10.

Subsequent Commitments will be effected in accordance with progress on the
implementation of the measure. In general they will be effected when the Member State
presents documentary evidence to the Commission of the following expenditure by the
final beneficiary:

-

at least 40% of the total expenditure o r costs applied for {asset out in the
financing plan) in the context of the commitment of the previous instalment and
progress according to schedule in the implementation of the measure;

-

a t least 80% of total expenditure o r costs in the context of the penultimate
commitment;

11.

12.

100% of total expenditure o r costs in connection with the instalment(s) prior to
the final commitment which, as far as they are concerned, must be concluded in
the meantime.

In conjunction with a n amendment to t h e financing plan, further commitments may be
m a d e in addition to a previously committed annual instalment; additional advances in
relation to these additional commitments may only be paid on application by the Member
State.
With regard to the available budget appropriations, Commitments relating to a particular
annual instalment of Community assistance for a measure will b e made when the
conditions s e t out in 9 and 10 are fulfilled, independently of their d u e date. T h u s during
the course of the year the commitment of a n annual instalment may be made for a

previous or subsequent year.
13.

i

An initial instalment of up to 50% may be granted for each commitment. Except for the
first commitment, the advance is only paid if t h e Member State can show evidence that
a t least 60% or 100% of the total costs from t h e final or penultimate instalment
respectively, as s e t out in the financing plan, have been paid out by the final beneficiary.
At this stage, proof of actual expenditure may be provided by appropriate data from the
system monitoring the operation. In addition, the Member State must verify that the
operation is proceeding according to plan.
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14.

A second advance, calculated in such a way that the sum of both advances does not
exceed-80% of the corresponding commitment, may be paid if the Member State
provides proof that at least half of the first advance (ie a t lest 25% of the total

commitment, where the first advance amounted to 50% of the commitment) has been
paid out by the final beneficiary and that the operation is being implemented according
to plan. At this stage, proof of actual expenditure is to b e produced as under the
conditions set out in 13.
In exceptional justified cases, however, the Commission may, with regard to particular
difficulties, approve a n application by a Member State for the certified expenditure to
relate to payments to the final beneficiaries (particularly if the operations in question are
carried out by autonomous bodies).
15.

In the case of a single commitment in accordance with Article ZO(3) of the amended
Regulation (EEC) No 4253/88, the first advance may not exceed 50% if preliminary
assessments of implementation lead to the conclusion that a t least 50% of probable
expenditure is to take place within the first two years of implementation. Otherwise, the
first advance is not to exceed 30%. The second advance will b e calculated in
accordance with Article 21 (3) of the Regulation.

16.

If, in the event of a change in the financing plan for a n operation, commitments and/or
payments already made by the Commission exceed the amounts s e t out in the amended
financing plan, the Commission will make a n adjustment on the occasion of the first
payment order (commitment or payment) following the amendment in order to take into
account the amount paid or ~ o m m i t t e d ’ ~If. the amendment gives rise to a claim for
further payments in addition to those already made in previous instalments, the Member
State must submit a n additional application for payment (see 11). The Commission will
make payments in accordance with the annual instalments set out in the relevant
financing plan as amended by the monitoring committee or by the Commission,

17.

In the event of a n amendment to the financing plan making provision for a high
concentration of designated expenditure in one instalment, the first advance to be paid
under that instalment will as a general rule not exceed 30% of the total of this instalment.

18.

In the event of amendments to the financing plan which are outside the competence of
the monitoring committee, the amounts entered in the amended financing plan under
previous years must correspond to actual expenditure in these years, as certified and
set out in the annual reports on implementation.

19.

Completion of a n annual instalment (presentation of expenditure for the payment of the
remainder) may occur:

c-

c

-

15

either systematically on 31 December of the relevant year, which means that the
financing plan is reviewed and a n adjustment made if actual expenditure in the
year in question d o e s not agree with scheduled expenditure (this option is used
by the ESF);

In the event of a revocation of a commitment owing to the partial or total failure to carry out
measures for which appropriations have b e e n committed and which falls d u e to financial years
subsequent to the o n e in which the commitment was made, the provisions of Article 7(6)of the
Financial Regulation of 21 December 1977 for the general budget of the European Communities,
as amended most recently by Regulation (Euratom, ECSC, EEC) No 610190 (OJ No L 70 of 16
March 1990).
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20.

or if actual expenditure for the instalment in question reaches - irrespective of the
date - the amount set out in the financing plan; this means that it can be the case
that the financial year does not coincide with the period during which expenditure
scheduled for the relevant financial year is actually paid (this option is used by
the ERDF and the EAGGF).

Payment of the remainder of a commitment is subject to the fulfilment of the following
conditions:

-

-

-

application to the Commission for payment via the Member State or the
designated authority within six months of the end of the relevant year of the
completion of the relevant measure. Application is to be made on the basis of
actual expenditure by the final beneficiary;
submission to the Commission of the reports referred to in Article 25(4) of the
amended Regulation (EEC)No 4253/88. These annual reports must contain
sufficient information to enable the Commission to determine the status of cofinanced operations. Except for cases where there is sufficient justification,
these reports must contain information Concerning actual expenditure, which
must agree with the most recent statement prior to submission of the annual
report;

i

submission to the Commission by the Member State of a certificate confirming
the data contained in the application for payment and the reports.

S t a t e m e n t of expenditure a n d application for payment
21.

The time a t which payments become d u e is to be entered in the decision on entitlement
to assistance.
The statement to be submitted in support of every application for payment concerning
the status of expenditure must be broken down by year and sub-programmes o r by type
of measure; the aggregate total expenditure must also be visible in order to illustrate the
connection between the indicative financing plan and actual expenditure. The
statements of expenditure must be drawn up on the basis of detailed statements as s e t
out in 3.

22.

All payments made by the Commission in the context of the granting of assistance will
b e paid by a national, regional or local authority or organisation designated by t h e
Member State, as a general rule within two months of the submission of a valid
application. If the application is not valid, the Commission will inform the authority o r
organisation within the same period.

23.

The Member State will ensure that applications for payment and statements of

6

expenditure are, as far as possible, presented a t regular intervals throughout the year.

Use of the ecu, e x c h a n g e rates a n d indexation method
24.

Pursuant to Article 22 of Regulation (EEC) No 4253188 and in accordance with
Commission Regulation (EEC) No 1866/90of 2 July 1990 on arrangements for using the
ecu for the purposes of the budgetary management of the Structural F ~ n d s ’ a~m, e n d e d

16

OJ No L 170 of 3.7.1990, p. 36
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by Regulation (EEC) No 402/94", all commitments and payments are expressed in
ecus. -

25.

In accordance with Article 5(3) of Regulation (EEC) No 1866190, statements of
expenditure in national currency are converted into ecus at the rate for the month in
which the Commission receives these statements.

26.

In accordance with Articles 2 and 4 of Regulation (EEC) No 1866/90, financing plans for
Community support frameworks (CSFs), single programming documents and assistance
operations (including contributions for community initiatives) must be drawn up in ecus
and not give rise to indexation, subject to the conditions set out below.

27.

Each year the Community's total contribution for the Community support frameworks,
single programming documents and proposals for Community initiatives will be
supplemented by additional funds as a result of indexation of the Structural Funds and
the FIFG. The basis for this is the annual breakdown of the Community contribution
expressed in ecus which is fixed in the Commission's decision approving the Community
support frameworks, single programming documents and decisions proposing
Community initiatives to the Member States. This annual breakdown - expressed in
prices for the year in which each decision is taken -will be calculated in a manner
compatible with the progressive increase of commitment appropriations in accordance
with Annex 11 to amended Regulation (EEC) No 2052/88. For the purposes of indexation
compatibility must be guaranteed for the entire period during which the Community
support frameworks, single programming. documents and proposals for Community
initiatives apply.

5

c::

For the purpose of information the above Commission decisions also contain the
breakdown for individual funds and the FIFG originally estimated in the financing plans,
on the understanding that this breakdown can be adjusted subsequently in the light of
any rescheduling.
28.

A single indexing rate - the rate used to index budget appropriations in the course of

29.

The additional funds provided on the basis of indexation of the individual Community
support frameworks, single programming documents of proposals for Community
initiatives a r e determined as follows:

C1

annual technical adjustment of the financial perspective - will apply each year.

By the beginning of each year a t the latest the Commission indexes, on the basis of the
rate applying to the year in question, the annual rates for that year and subsequent
years in the last indexed version of the.annua1 breakdown of the Community contribution
in the Commission decisions to approve the single programming documents or the
decisions on proposals for community initiatives.
The difference between the amount thus obtained and the amount resulting from the
previous indexation exercise represents the additional funds produced by indexing in
this budget year.
This procedure results in the additional funds arising from indexation of the amounts in
Annex II to Regulation (EEC) No 2052/88 being broken down pro rata between the
allocations for the Community support frameworks, single programming documents and
proposals for Community initiatives.
17
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30.

The additional funds available a s a result of indexation of the individual Community
support frameworks, single programming documents and proposals for Community
initiatives are deployed as follows:

-

The Monitoring Committee for the Community support framework, single
programming document or Community initiative proposes that the additional
funds arising from indexation of the Community support framework, single
programming document or proposal for a Community initiative are used to
increase the Community contribution for specific measures which a r e in hand
and/or for financing new measures’’.

When these funds are being deployed, a distinction must always b e made
between s u m s for the Community support frameworks/single programming
documents in the restricted s e n s e of the term (“national measures” part) and
s u m s for Community initiatives.
On the basis of this proposal and in accordance with t h e relevant procedure, the
Commission makes a formal decision on the granting of additional or new grants.
Financial control and irregularities

31.

i

In accordance with Article 23(2)of Regulation (EEC) No 4253/88 both the Member State
and t h e Commission carry out checks in order to ensure that funds have been disbursed
in accordance with the agreed aims, the provisions of the regulation and the principles of
economic management. These checks must enable the Commission to verify that all
payments appearing in statements of expenditure for the assistance operation w e r e
actually made, were eligible for support and were made correctly and in accordance with
the regulations. T h e Member State concerned a n d the Commission will immediately
exchange any relevant information concerning the results of checks carried out in
accordance with the provisions of Commission Regulation (EEC) No 1681/94of
11.07.1994 on irregularities and recovery of unduly paid s u m s in respect of the financing
of structural policy and the setting up of a corresponding information system.
The Member State will keep all the records of national checks o n individual assistance
operations a t the disposal of the Commission.

32.

In accordance with Article 23(3)of Regulation (EEC) No 4253/88 the responsible
authorities will keep available for the Commission all the supporting documents
regarding expenditure and checks on a given operation for a period of three years
following the last payment in respect of the operation.

.-

Prevention and settling of irregularities
Reduction, suspension and cancellation of assistance
Recovery of unduly paid sums

18

This does not have to happen every year per se. In t h e case of Community support frameworks
or single programming documents with relatively small sums, t h e additional funds arising from
indexation c a n be accumulated and used in the last year in which the Community support

framework or single programming document applies.
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c

33.

Commission Regulation (Unit on Co-ordination of Fraud P r e v e n t i ~ n ) ’ 1681/94
~
contains
more detailed provisions under Article 23(1) second indent of amended Regulation
(EEC) No 4253/88.

34.

The Member State and the beneficiaries will ensure that the Community funds a r e used
for their intended purpose. If an activity or a measure is conducted in a manner such
that the financial participation appears to be partially or entirely unjustified, the
Commission can reduce o r suspend assistance and the Member State must thereupon,
in accordance with Cornmission Regulation (EEC) No 1865/990 of 2 July 199020
concerning interest on account of late payment to be charged in the event of late
repayment of assistance from the Structural Funds, recover the s u m in question. The
authorities named by the Member State under point 22 must repay to the Commission
the unduly paid sums. If there is any dispute, the Commission will examine the case
together with the Member State and ask the Member State or the authority designated
as being responsible for the operation to state its views on the case within two months.
T h e provisions of Commission Regulation (EEC) No 1681194 apply.

3.5.

If there is a considerable delay in carrying out a n operation, the Commission can, in
agreement with the Member State, provide for the funds to be rescheduled, by reducing
the contribution for the operation in question. This does not mean that the contribution
for the Community support framework is reduced.

Procedure for completing an operation

c:

36.

T h e periods during which a n operation must b e completed a r e set out in the decisions
granting funds. These periods apply with respect to the legally binding agreements and
allocation of the necessary funds by the Member State and also with respect to
completion of payments to the final beneficiaries. The Commission can extend these
-periods a t the request of the Member State by a maximum of o n e year. The Member
State must apply for a n extension well before the period elapses and must give reasons
to justify the change. If t h e extension applied for exceeds o n e year, a formal decision is
required from the Commission.

37.

No expenditure made after the expiry of these periods, in respect of which payments
were made and which may have been extended, can b e considered for assistance from
the Structural Funds.

4.8.3

ComDatibiIitv with Cornmunitv Dolicies

According to Article 7 of amended Council Regulation (EEC) No 2052l88, measures financed
by the Structural Funds o r the FlFG must b e in keeping with the provisions of the Treaties, with
community legislation based on the Treaties, and with Community policies. This compatibility is
checked when funding applications a r e examined and while t h e measures a r e being carried out.
In this connection, the following principles must be observed.
Rules on competition

Co-financing by the Community of systems of State aid for undertakings is subject to the aid
being approved by the Commission, in accordance with Articles 92 and 93 of t h e Treaty.
Under Article 93(3) of the Treaty, the Member States must inform the Commission of any plans
to grant, extend or alter State aid to undertakings.
19
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However, State aid meeting the "de minimus" conditions laid down by the Commission at
Community level for State aid to SMUs" does not need to be notified and therefore requires no
prior approval. The aid is covered by the implementing provisions s e t out in the Commission's
letter to Member States dated 23 March 1993.
In addition to the above, aid to certain industries is subject to compulsory notification under the
following Community provisions:

-

steel (NACE 221) ECSC Treaty and, in particular, Decision 91/3855/ECSC

-

steel (NACE 222) Commission Decision 881C 320/03

-

shipbuilding Council Directive 93/115/EEC (NACE 361.l-2)
synthetic fibres industry Commission Decision 9ZC 346102 (NACE 260)
motor vehicle industry Commission Decision 89/C 123103,(NACE 351)extended by
Commission Decision 93/C 36/17.
i

Award of contracts
Operations and measures co-financed by the Structural Funds or the FIFG a r e carried out in
line with the Community policy and Community directives on the award of contracts.
Under Article 25 (6) of Regulation (EEC) No 4253188, notices sent for publication in the Official
Joumal of the European Communities in accordance with the above mentioned directives must
specify those projects for which Community assistance h a s been applied for or granted.
Applications for grants in respect of major projects, as referred to in Article 16(2)of Regulation
(EEC) No 4253/88, must contain a complete list of the contracts already awarded and details of
the award procedures employed, insofar as these a r e required under the directives on public
contracts. An updated version of this information must be fonvarded to the Commission
together with the application for payment of the balance for contracts awarded in t h e intervening
period.
In the case of other projects, in particular those forming part of operational programmes and
relating to works22 whose total cost exceeds the upper limits set out in Articte 16(2) of
Regulation (EEC) No 4253/88, details of the award procedures used for all contracts awarded,
insofar as these a r e required under the directives on public contracts, must be made available
to the monitoring committee and forwarded to the Commission on request.
Environmental protection
The basic principles and objectives relating to the environment and sustainable development
set out in the Council Decision of 1 February 199323on a Community programme of policy and
action in relation to the environment and sustainable development apply to operations and
measures co-financed by the Structural Funds o r the FIFG. The Community provisions on
environmental matters must also be complied with. Where it affects the planned regional

21
22

OJ No C 213 of 19.08.1992
"Work" is the outcome of building or civil engineering works taken as a whole that is sufficient in
itselfto fulfil a technical or economic function.
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development measures, priority is to be given to achieving the objectives set out in these
provisions.
In the case of programmes and other like measures (global grants or aid schemes) which a r e
likely to have a considerable impact on t h e environment, applications for assistance submitted
by the Member States to the Commission must, under Article 14 of Regulation (EEC)No
4253/88, include all the relevant information that the Commission needs in order to assess the
environmental impact.

In the case of the major projects referred to in Article 16(2)of Regulation (EEC) No 4253/88,
applications for assistance must b e accompanied by a n environmental impact assessment
form, as required under Directive 85/337/EEC24. Article 5 of Regulation (EEC) No 4254/88
stipulates that this form must accompany the information s e n t to the Commission on major
projects for which aid has been requested from the ERDF within the framework of an
operational programme.
Equal opportunities f o r m e n a n d w o m e n

Operations and measures co-financed by the Structural Funds and the FlFG must b e in
harmony with, o r contribute to, the Community policy and Community legislation on equal
opportunities for women and men. Particular attention should be paid to the need for
establishments and training schemes which facilitate the occupational integration of people with
children.
Other Community policies
Operations and measures co-financed by the Structural Funds and the FfFG must be
compatible with all other Community policies referred to in t h e Treaties, with particular reference
to the creation of an area without internal frontiers, all aspects of the common agricultural policy
including the exclusions listed under points 1.2 and 2 of the Annex to Commission Decision
94/174/ECZ5,all aspects of the common fisheries policy, social policy, industrial policy, and the
policy areas of energy, transport, telecommunications, information technology, trans-European
networks, research and development.
General provisions

c

When Community aid measures a r e being carried out, the Member States take all appropriate
steps of a general or specific nature to ensure that the obligations resulting from the Treaty o r
from actions of the Community institutions a r e fulfilled.
For its part, the Commission ensures that the Community provisions adopted under the Treaties
are complied with. T h e Member States make it easier for the Commission to perform this task
by providing it, on request and in accordance with the requisite procedures, with all the relevant
information.
If the Commission considers that Community provisions were not complied with in a particular
operation or measure, it conducts a suitable examination of the case in the framework of the
partnership, as provided for under Article 24 of Regulation (EEC) No 4253188, in particular
requesting that the Member State o r other authorities designated by it to implement the
operation submit their comments within a specified period.

24

25

OJ No L 175 of 5.07.1998.
OJ No L 79 of 23...03.1994.
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Should this examination confirm that an irregularity exists, the Commission may initiate a n
infringement procedure under Article 169 of the Treaty. As soon as this takes place (despatch
of the letter of formal notice), the Commission suspends the Community aid granted for the
project in question.
4.8.4

Technical assistance and experts

The Community support framework includes a financial allocation, agreed by the partnership,
for assistance towards measures to prepare, appraise, monitor and evaluate measures planned
or undertaken under the Community support framework. Information and publicity measures
undertaken pursuant to Commission Decision No 94/342/EEC of 31 May 1994 concerning
information and publicity measures to b e carried out by the Member States concerning
assistance from the Structural Funds and the Financial Instrument for Fisheries Guidance
(FIFG)may also be financed under this heading.
A limited part, to a maximum of lO%, of the appropriations of the budgetary allocation for
technical assistance may be used by the Member State or the Commission, at a rate of 50%

each, for measures taken under their own initiative. Criteria for the use of these appropriations
shall be determined by common agreement between the Member State and t h e Commission.
Each party shall inform the other of measures undertaken in this framework.
The other measures are undertaken as part of the work of the Monitoring Committee.

In carrying out the duties imposed on them, the representatives of the Member State and the
Commission may, by mutual agreement, be accompanied by their experts. This agreement
shall only be refused for duly justified reasons.
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4.8.5

information and publicity

The provisions of Commission Decision No 94/342/EEC of 31 May 1994 concerning information
and publicity measures to be carried out by the Member States concerning assistance from the

Structural Funds and the Financial Instrument for Fisheries Guidance (FIFG) shall apply.
In accordance with Article 32 of Regulation (EEC)No 208Z93 the ESF Unit of the Department
for Education and Employment is responsible for publicity regarding the working of the
European Social Fund in the United Kingdom.
The objective is to make, in particular, the lower-level authorities, vocational organisations and
other potential beneficiaries aware of the opportunities offered by the ESF measures. In
addition, by m e a n s of information material, brochures, advertisements etc the public should
become more aware of the role played by the European Commission in financing these
measures and what the measures can achieve.

c

At the s a m e time in discussions with the European Commission it will b e s e e n to what degree

publicity at the project level can lead to greater recognition of the European Social Fund.
The intention is to make those following courses aware of the fact that they are being trained
with European Commission funds.
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GB OBJECTIVE 4 TARGET GROUPS

Annex (i)

t

I
2
Employees Redundaycies

SOUTH EAST
EASTERN
LONDON
SOUTH WEST
WEST MIDLANDS
EAST MIDLANDS
YORKSHIRE & HUMBER

NORTH WEST(9)
NORTH EAST
SCOTLAND(I0)
WALES
TOTAL

2900000
1931000
3237000
1813000
2081000
1561000
1892000
2095000
890000
1950000
962000
21312000

108512
76992
77469
60912
72943
61757
69442
82601
36382
87442
37871
772324

3
No
aualification
330189
272162
267453
208113
332625
263129
252432
267520
145031
230515
166697
2735866

4
Unlsemiskilled
435966
346618
303686
347250
412422
342537
386869
397607
204132
390603
224773
3792463

5

Craft
workers
250284
209635
149337
188070
269629
224913
219620
240908
121173
2 I8036
105466
2197071

6
7
a
Clericall All targeted SME firms
secretarial occuDations
526862
1213112
171391
370383
926636
120131
518069
97 I092
193721
277757
813077
112338
319194
1001245
111507
263940
831390
85345
893303
286814
105218
348283
986798
118151
474416
47478
149111
3 14547
923186
105272
472112
57794
141873
3516833
9506367
1228346

1.

Total number of employees (Workforce in Employment series, March 1997)

2.

Total annual redundancies (Labour Force Survey, 1996/97)

3.

Total employees with no qualifications (Labour Force Survey, Spring 1997)

4.

Total number of employees working as plant and machine operatives and "other occupations" (Labour Force Survey, Spring 1997)

5.

Total number of craft workers (Labour Force Survey, Spring 1997)

6.

Total number of clericallsecretarialemployees (Labour Force Survey, Spring 1997)

7.

Total employees in targeted occupations (4+5+6) (Labour Force Survey, Spring 1997)

8.

Number of small/ medium sized enterprises (firms with 4-99 employees) (Annual Employment Survey,l995)

9.

Excludes Merseyside.

10.

Figures include Highlands and Islands. This area accounts for around 5% of employees in Scotland.
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PROVISIONAL PERFORMANCE INDICATORS

Annex (ii)

Prioritv 1

ExDected Outcomes: Activities aimed at anticipating industrial change a r e embedded in firms;
Increase in number of firms planning their human resources needs more systematically.
lnsut measures
Number of studies completed and used
Number of organisations o r companies using the studies
Number of individuals directly benefiting from the analyses
Average cost per study

c

c

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

Expected Outcomes: Increased number of employees receiving training in skills to help them
adapt to industrial change; Increase in numbers of recognised up-to-date qualifications;
Improvement in employability of employees.
Input measures
Number of mentors/team leaderdkey 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
Proportion o r women trainees
Average cost per trainee
Output measures
Number and proportion of participants in jobs 6 (or 12) months after Objective 4 activity
in:
0
samefirm
a different firm
0
samesector
0
area trained for
0
any job a t s a m e 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 equivalent or
higher skill level)
Average cost per job "maintained"
Average cost per recognised qualification
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Prioritv 3

Annex (ii) continued

ExDected 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 SMEs and with larger firms aimed at
improving competitiveness through training. Improved awareness of benefits of training.
Input measures
Number of new training@uidance materiab 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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THE EU-WIDE FRAMEWORK FOR EMPLOYMENT POLICIES: BACKGROUND Annex A

a.

The European Social Fund complements and supports appropriate national efforts in
directions specified in its Regulations, and which are clearly additional to national
programmes, whether governmental or non-governmental. It operates 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.

b.

The White Paper on Growth, Competitiveness and Employment, together with the
European Commission's Medium-Term Social Action Programme 1995-1997, stressed
the idea that economic growth, even though its impact on employment is generally
positive, is not in itself a sufficient c a u s e 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.

c.

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:
improving employment opportunities by promoting investment in vocational
education ;
increasing the employment-intensivenessof growth;
reducing non-wage labour costs;
improving the effectiveness of labour market policy; and
improving measures to help groups which a r e particularly hard hit by
unemployment (young people, long term unemployed people,
unemployed women and older employees.

d.

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.

e.

It was within this framework that the UK Government presented its multi-annual
programme - "Policies and Programmes for Employment in the UK" - in J u n e 1995
(updated September 1996).This document was superseded by "Employment Policies
and Initiatives in the UK" , which was published in July 1997 and s e t s out the UKs
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.

c

b:

c

c

The European Council held in Madrid (December 1995)established the progress which
f.
had been made towards achieving t h e goals s e t out in the Essen strategy. Not only did the
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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 t o continue to make every effort to reduce
unemployment", but it also placed
measures to help groups which a r e
particular urgency on the Essen priority of improving
particularly hard hit by unemployment.
g.

This approach w a s 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 a n d employment" and endorsed policies of structural reform aimed a t redressing deficiencies in Europe's labour markets. The Declaration suggests action to:

-

h.

enhance labour market efficiency and investment in human resources;
make taxation and social protection systems more employment friendly;
intensify the efforts to modernise the markets for goods and services and
exploit new sources of employment;
advance European competitiveness; and
promote local development.

i

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
a skilled and adaptable workforce
flexible labour markets responsive to economic change
a strengthening of the employment relevance of Training and lifelong
learning
a n improvement in workers' employability

I.

j-

The IGC w a s concluded a t the Amsterdam Council with the incorporation into the
Treaty of a n 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.

The Luxembourg Council, known as the Jobs Summit, was held on 20 and 21
November 1997. Two specific initiatives directly aimed a t expanding employment were
established a t the Council. The first is a n action plan by the European Investment
Bank designed to find up to a n extra ECU 10 billion for SMEs, new technology, new
sectors and trans-European networks, which sum will b e able to generate a total
volume of investment of ECU 30 billion. Secondly the European employment initiative
n intended in particular to help SMEs create sustainable jobs. It is planned to allocate
ECU 450 million to this new budget heading over the next three years.
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Annex B
EUROPEAN POLICIES AND PROGRAMMES WHICH ARE LINKED TO OBJECTIVE 4
EC SME Dolicy

Specific help is provided to SMEs through the Community's multi- annual programme for
SMEs. The programme includes t h e following priorities:

a.
b

simplifying and improving t h e 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.

e

"

(I

ADAPT
b.
The ADAPT programme is o n e 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.
The links to Objective 4 a r e clear and mainstreaming good practice into t h e development
c.
of Objective 4 is very important. O n e 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 lessons from ADAPT

projects can b e effectively used to inform programme design and project approval and
selection.
Other European Social Fund Proarammes

c*

d. Objective 2 -which is designed to regenerate designated a r e a s seriously affected by
industrial decline. (West Midlands [including Birmingham]. East Midlands, Yorkshire and
Humberside, North West England, West Cumbria and Furness , North East England, Industrial
South Wales, East and West Scotland, parts of Greater London, Thanet, Plymouth, and
Gibraltar a r e GB's Objective 2 areas.)
e. Objective 3 -which aims to combat long term unemployment, assist young people and those
exposed to exclusion from the labour market into work and promote equal opportunities
between men and women. It also seeks to build the capacity of local organisations that can
deliver support to the disadvantaged target groups of the other priorities. The current
programme runs from 1997 - 1999. Objective 3 part funds guidance, training and work
experience projects that target the unemployed.

- which aims to promote the development of rural areas. (Devon and Cornwall,
Galloway, Rural Wales, the Northern Uplands, East Anglia, English Marches, Lincolnshire,
Derbyshire and Staffordshire, the Borders, Rural Stirling, Grampian and Tayside a r e GB's
Objective 5b areas.)

f. Objective 5b
c
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Leonardo da Vinci
g.
The UK participates fully in the EU LEONARDO 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 and
adaptation to industrial change.
EC Eaual ooDortunities
The EC policy on equal opportunities is derived from Article 1 1 9 of the Treaty of Rome
which refers to the principle of equal pay for men and women for equal work. The five main EC
Directives relating to equal treatment in employment and social security are:

U

h.

-.

Equal Pay Directive (75/117/EC);
Equal Treatment Directive (76/207EC);
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).
The EC has also provided maternal and parental protection with the Pregnant Workers
Directive (9385EC)and the Parental Leave Directive (96/34EC).In addition, there are a number
of other measures: the 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.
1.

c

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 equality between the sexes.

j.

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.
k.
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 opportunitiesis also reflected in all ESF programming documents. The
Resolution on Gender Equal Opportunities and the ESF gave further impetus to promoting equal
opportunities through the Structural Funds.
Objective 4 has the potential to contribute directly to several of the Fourth Action
Programme's objectives, and indirectly to all of them.

1.
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Annex C
UK INITIATIVES WHICH PROVIDE OR ENCOURAGE EFFECTIVETRAINING OF
EMPLOYEES

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

b

e

e

c

0

e

fl

c

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 a n
improvement in their in house capacity to train.
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
a n d Technology Counsellors.
Small Firms Training Loans offer deferred repayment of loans for between f 500 and
f 125,000 to meet business objective related training costs and consultancy to assist firms in
drawing up training plans;
t h e 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 a r e 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.
t h e 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;
Management Development via MCI and the Small Firms Lead Body;
Skills Challenge which provides awards to groups of small firms that devise innovative
solutions to meet joint training needs.

"Learnina Towns" and "Learnina Cities"
b.
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 mature models elsewhere in
Europe. Much useful work was done during the European Year of Lifelong Learning. There a r e
now some 25 Learning Town and Learning City projects throughout the UK.
Local ComDetitiveness budaet
The Government also provides support, through TECs and Business Links in England,
C.
for businesses that face particular skills barriers to company development. This support is
provided through the Local Competitiveness Budget which aims to enable the TEC to deliver an
appropriate business support package through Business Link partnerships; develop the skills of
the workforce; and improve working practices so that businesses can compete successfully a t
home, in the rest of Europe and throughout the world.
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Trainina for Work
The Government also helps businesses through some aspects of Training for Work, its
d.
main training programme for unemployed adults. TNV c a n 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.
New Deal
New Deal, the Government's new programme, is designed to help young people aged 18e.
24, who a r e unemployed for 6 months or more and receiving JSA, into work and to improve their
long term employability. It will provide opportunities for work and education and training. New
Deal will improve employability by providing work with an employer, within the voluntary sector or
with the Environmental Task Force and training or education to improve basic skill levels. New
Deal will be available to all young people, including those with special needs..
New Deal will also help jobseekers aged 25 and over and unemployed for a t least 2 years by
encouraging employers to recruit these people for which they will be paid a subsidy. It will also
offer the opportunity to study towards accredited qualifications whilst continuing to
claim JSA.
Modern ApDrenticeshiDs
f.
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 1995,69industry sectors have developed training frameworks for
Modem Apprenticeships and over 90,000 young people have started their training.

National Traineeships, which will build o n the design features of Modem Apprenticeships
g.
to provide young people with training to NVQ level 2 plus key skills, a r e currently under
development.
Career DeveloDment Loans
CDL is run in partnership with 4 high street banks and offers deferred repayment loans
to help individuals pay for vocationat training of their choice. Loans of between €300 and €8,000
can be applied for to support two years of training, plus (if relevant) up to o n e 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 €276.5 million. Programme
provision allows for more than 54,500 new loans over the next three years.
h.

Tax Relief for Vocational Trainina #T R I
1.
Support to employees themselves is a n integral part of the Lifelong Learning strategy,
with f84m of tax relief in 1996 going to help workers to get vocational training for themselves.
Gatewavs to Learninq
j.
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 Sincrle Reaeneration Budaet (SRB)
k.
In England, the SRB w a s 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.
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Reaional Selective Assistance
The responsibility of the DTI, the Scottish Ofice and the Welsh Office, the Regional
I.
Selective Assistance (RSA)scheme aims to create and safeguard jobs in the Assisted Areas of
Great Britain. By encouraging sound projects, including internationally mobile investment, RSA
contributes to local 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 Societv Initiative
Recently, DTf 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.

m.

. .

c
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Annex D
G B INFRASTRUCTURE TO PROVIDE BUSINESS ADVICE AND TRAINING

Trainina and Enterorise Councils and Local EnterDrise Comoanies in Scotland
Training and Enterprise Councils (TECs), which were set up as locally based companies
a.
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
efiective and relevant to the labour market. There are 22 Local Enterprise Companies in
Scotland, which deliver a range of functions o n 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.
Business LinkdBusiness Connect Walls/Business Shoos Scotland
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 a r e private sector organisations that a r e 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 a r e delivered through
Business Links. They 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 a r e the Personal Business
Advisers (some 600 in total) who work closely with SMEs to understand their business and its
opportunities a n d assemble a package of help tailored to the needs of individual firms.
b.

c.
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 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 a t 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. In a similar way in Scotland, 37 Business S h o p s work in
partnership with Scottish Enterprise and the LECs in particular by helping to signpost
Government funded business support services.
Further Education
Colleges of Further Education provide education and training leading to qualifications
d.
ranging frombasic skills to post graduate level, including short customised courses. Learning
may be full time, part-time, day release or evening study; through open and distance learning: in
colleges, in the workplace or in 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 a n d 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 n e e d s a n d for those with learning
difficulties and disabilities.
The Careers Service (Similar arranaements amlv in Scotland and Wales1
e.
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.
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Careers services provide a free service to students in schools and FE colleges. Many services
also provide information and guidance to adults. 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. .
National Traininq Oraanisations f NTOs)
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 three existing networks of
Industry Training Organisations (ITOs), Lead Bodies (LBs) and Occupational Standards
Councils (OSCs) a r e being replaced by a single network of National Training Organisations
(NTOs). This will currently rationalise current arrangements by identifying one single network of
organisations which c a n 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.

I:

f.
i-

Q:
P

g.
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 Modern Apprenticeship and Traineeship
Frameworks, identifying 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 a n d 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 PeoDle UK
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 quality
assurance arrangements for assessment and recognition. 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.
h.

(13.

Basic Skills Aaencv (BSA)
As indicated in Section 1 of this plan, research indicates that around o n e in six people
I.
may have a low level of competence in basic skills sufficient to affect their ability to function and
progress a t work. A number of initiatives a r e in place or a r e being developed to address basic
skills n e e d s - 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. BSA is the govemment-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 a n d grants to schools
and others, including employers, to develop strategies to improve basic skills.
Local Authorities and SMEs
In addition to central Government actions, some activity in this field is carried out by:
j.
local authorities, which have responsibilities for economic development matters; and regional
development agencies which have built up expertise in supporting and counselling small firms.
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Hiqher Education

k. 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 and
I.
implementation of programmes which relate to the development of the workforce. One example
of this partnership is the TUC's "Bargaining for Skills" initiative,which has helped union
representatives negotiate with management to deliver high quality learning opportunities for the
workforce.
DTI Innovation Unit
m.
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.
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