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EXECUTIVE SUMMARY
About this Report
E1.

The Towards Work Programme supports unemployed or economically inactive people experiencing
social exclusion and poverty who need help to overcome barriers, take control, learn new skills and
move into employment (or education and training). In January 2017 ERS was commissioned to lead
the evaluation of the three-year Towards Work Programme. This second annual report provides an
evidence-based picture of progress made during the 2018 calendar year, includes preliminary
evidence covering the cost benefit analysis of the investment made to date and covers activity and
impact of the Stakeholder Managers.

E2.

This report has been informed by a number of primary and secondary methods of data collection,
including one to one interviews with staff from Groundwork Greater Nottingham, Hubs and MicroHubs and Stakeholder Managers alongside a review of monitoring information and quarterly review
documents for each Hub area. We interviewed 96 participants. Their stories are all unique and
valuable in providing rich quantitative and qualitative data to inform this report.
Management and Governance

E3.

The Towards Work Programme is well managed by Groundwork Greater Nottingham. Consideration
should be given to working more closely with Opportunity & Change and Money Sorted during 2019.

E4.

During 2018 there has been a considerable acceleration of delivery. The Programme Management
Team should take credit for redefining partner involvement to ensure that BBO funding is
administered in an effective and efficient manner.

E5.

Considerable effort has been made by the Programme Management Team to make the validation
process as straightforward as possible. The more recent streamlining of evidence required to validate
economically inactive people has been welcomed by frontline delivery staff and during the latter part
of the 2018 there was evidence of an acceleration of economically inactive participants on the
programme.

E6.

The Programme Management Team has been encouraging Hubs/Micro-Hubs to consider their
caseload management. There is a need to ensure participants are exited at the appropriate time to
help balance caseload pressure and also to more accurately reflect the impact of the programme in
terms of outcomes.

E7.

The Towards Work Programme has a robust plan in place to ensure that cross-cutting themes are
embedded in day to day delivery across the D2N2 area.
Programme Approach

E8.

The rationale for the Towards Work Programme and the priority groups to be supported remain
entirely relevant. The approach to designing delivery around six geographical clusters with a lead Hub
across each was sound and remains a firm basis upon which to proceed for any future BBO service.

E9.

The Work Coach role is entirely appropriate. There is considerable evidence of the Work Coaches
delivering a flexible service that has enabled participants to shape the direction of their journey.
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E10.

Employer engagement through the Job Broker is regarded as important in re-engaging participants
with the labour market. The effectiveness of the Job Broker role has varied across clusters. There is a
need to consider the future role of the Job Broker in any future BBO activity.

E11.

The role of the Hub Coordinator has been delivered variably across clusters. We also know of some
Micro-Hubs which have been reluctant to accept any offer of support from Hub Coordinators. Looking
forward, there is a need to deliver a more consistent approach.

E12.

A number of delivery partners would benefit from increased senior management attention to support
frontline delivery. In any future programme consideration could be given to this, with a condition
being that output and outcomes would be met before payment is made.
Stakeholder Managers

E13.

The Stakeholder Managers have added value to the Towards Work Programme. Operating at a
strategic level, they have been proactive in building relationships to improve referral networks and
leave a legacy of better coordinated services. The benefit of the Stakeholder Manager role extends
beyond the Towards Work Programme and wider BBO workstreams. All local authorities should
benefit from their role in seeing and actioning opportunities to improve delivery across a number of
service areas.

E14.

It would have been advantageous for Stakeholder Managers to have been in post much earlier.
Strategic projects would then have been active earlier, allowing more time for Hubs/Micro-Hubs to
benefit. The expectation is that the Towards Work Programme will benefit in future years from the
work undertaken by Stakeholder Managers between 2017 and 2019.

E15.

Given the requirement to boost the number of referrals of economically inactive people there is value,
from this point forward, in Stakeholder Managers working more closely with Hubs/Micro-Hubs to
identify, approach and engage with external partners.

E16.

Looking forward, it is important that the role is continued in some capacity as part of an extended
programme to ensure momentum is maintained. In some clusters extra benefit would be gained from
greater joint working.
Participant Involvement in Shaping Activity

E17.

During 2018 an additional two Ambassadors were recruited. The action of five Ambassadors has made
a valuable contribution to the programme through supporting events, assisting Work Coaches with
direct delivery at job clubs, etc. and adding value to the evaluation process by engaging with
participants. One Ambassador has progressed into a full-time role as a Work Coach.

E18.

The Ambassador programme will end in 2019, well in advance of the proposed extension of delivery
activity and thought needs to be given as to the future role of Ambassadors from summer 2019
onwards.
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Progress Made Against Targets
E19.

There has significant progress made in terms of new starts on the programme. There is every sign
that if the trajectory is maintained then most targets will be achieved. There remains a need to
continue to accelerate progress in terms of the number of economically inactive people supported.
At the January 2019 Board Meeting a decision was taken that 75% of all future validations should be
economically inactive people, and such a move should lead a more balanced programme. Even with
this strategic move the specific target in relation to the number of economically inactive people
supported over the lifetime of the project will be testing to achieve.

E20.

The benefit cost ratio indicates that for every pound of Towards Work Programme funding there is an
additional £0.68 in benefits. We expect the benefit to increase over time as more participants
progress into employment.
Impact on Participants

E21.

The majority of participants needed required support with searching for jobs (65%), helping to
complete application forms and CV’s (63%) and career advice (61%). The majority of participants
(94%) indicated that the support had an impact on improving their confidence to look for new training
and work opportunities.

E22.

The majority of participants (94%) indicated that the support had an impact on their understanding
of: the employment opportunities available (94%); the learning opportunities that are available (90%);
and the skills required for the job roles that were looking for (95%).

E23.

As a result of the support received from the Towards Work Programme 24% of participants had moved
into employment, 58% had completed a training course and 26% had completed a qualification. The
majority of participants who progressed into employment found the support received from the
Towards Work Programme ‘very useful’, indicating that without the intervention the individuals would
have been less successful in securing employment.

E24.

In total 83% of participants who were not yet in work indicated that the support had a made a positive
impact on them moving closer to getting a job. Almost half of the participants (49%) not yet in work
were hoping to move into employment in the next three months. This a positive finding,
demonstrating that a significant number of participants feel motivated and confident to find a job.
The majority of participants not yet in work were looking to add to their skills in some way, either
through training, qualifications or volunteer work.

E25.

The Towards Work Programme has assisted in making participants much more resilient and able to
take on the challenge of seeking work. For example, 85% agree that they are now better able to
bounce back after disappointment; and 86% agree that they are now more confident in having a go at
new things. A number of participants highlighted that they hoped to enter employment but felt that
existing barriers, such as their convictions or health conditions, were preventing them from doing so.
There remains a role for Work Coaches to build confidence and seek opportunities that remove such
barriers.
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1.

INTRODUCTION
About this Report

1.1

In January 2017 ERS was commissioned to lead the evaluation of the three-year Towards Work
Programme. The programme supports unemployed or economically inactive people experiencing
social exclusion and poverty who need help to overcome barriers, take control, learn new skills and
move into employment (or education and training). The intervention aims to support those who are
disengaged and furthest away from employment, augmenting mainstream provision to unemployed
people from the Department for Work & Pensions across the D2N2 area.

1.2

This second annual report aims to provide an evidence-based picture of progress made during the
2018 calendar year. This report does not intend to cover all the programme management issues in
depth. They were fully covered in our first annual evaluation report that covered the delivery period
to 31st December 2017 and will be revisited in our final evaluation report at the cessation of activity.

1.3

This report also includes preliminary evidence covering the cost benefit analysis of the investment
made to date. Again, this will be updated and included in our next evaluation report.
Aims of the Evaluation

1.4

The evaluation process seeks to capture learning and feeding that back on a timely basis to help
improve delivery; and, ultimately, providing conclusions and recommendations that maximise legacy
by informing how future BBO and employability programmes are designed and delivered.

1.5

The evaluation report explores the extent to which the following outcomes have been achieved,
whereby participants will have:
▪

A better understanding of their personal barriers to employment and what is needed to overcome
them;

▪

More skills to support their job search;

▪

A better understanding of the employment and learning options available to them; and

▪

Increased levels of confidence and improved communication skills.

Methodology
1.6

This report has been informed by a number of primary and secondary methods of data collection,
including one to one interviews with staff from Groundwork Greater Nottingham, Hubs and MicroHubs and Stakeholder Managers alongside a review of monitoring information and quarterly review
documents for each Hub area.

1.7

We have engaged and interviewed 96 participants from across the Towards Work Programme. Their
stories are all unique and valuable in providing rich quantitative and qualitative data to inform this
report.
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2.

THE TOWARDS WORK PROGRAMME
Programme Context

2.1

The Building Better Opportunities (BBO) Programme is jointly funded by the National Lottery
Community Fund (NLCF) and the European Social Fund (ESF), the latter via the D2N2 Local Enterprise
Partnership (LEP). The programme aims to combat the root causes of poverty, promote social
inclusion, challenge long-term unemployment, and empower socially excluded people. In so doing, it
seeks to contribute to ESF objectives to improve local growth and create jobs.

2.2

The D2N2 People First Alliance (PFA) is a consortium comprising of three local organisations;
Framework Housing, Groundwork Greater Nottingham and St Ann's Advice Centre on behalf of Advice
Nottingham. In 2016 PFA secured contracts to deliver the BBO Programme across the D2N2 area. As
part of this Alliance, Framework Housing is leading on the Multiple & Complex Needs Pathway
(Opportunity & Change), St Ann's Advice is leading on the Financial Inclusion Pathway (Money Sorted)
and Groundwork Greater Nottingham is leading on the Towards Work Pathway.

2.3

Across the Towards Work Programme Hubs/Micro-Hubs have supported a diverse range of
participants; often through the provision of specialist services. The range of participant groups
supported includes young people and NEETs, BAME groups, women returning to work, long term
unemployed, individuals with physical disabilities and learning disabilities and those aged over 50
years. Some participants may have been out of work for a long period, with little experience in the
work place and of completing application forms or minimal employer references to draw on.

2.4

The Towards Work Programme aims to support those who are disengaged from employment,
augmenting mainstream provision to unemployed people from the Department for Work & Pensions
(DWP) and the Education and Skills Funding Agency. It does so by working with individuals to ensure
that they are able to access whatever support they require in order to overcome their personal
barriers to employment/enterprise/further learning.
Key Finding 1: The rationale for the Towards Work Programme and the priority groups to be supported
remain entirely relevant.
Programme Structure

2.5

A consortium of providers was assembled in 2016 to deliver the programme. Service delivery is
organised around six Hubs operating across the D2N2 area and a number of Micro-Hubs operating
within these Hub ‘cluster’ areas. Each participant is assigned a Work Coach who provides one-to-one
advice and support, and is given their own budget to secure an individually tailored suite of
interventions.
Key Finding 2: The approach to designing delivery around six geographical clusters with a lead Hub
across each was sound and remains a firm basis upon which to proceed for any future BBO service.

2.6

A number of partners ceased operations in Towards Work during 2017 due to the challenges of
delivery. In 2018 there has continued to be further attrition of delivery bodies due to underperformance. As the programme moves into 2019 there continues to be a number of delivery partners
that need to accelerate performance in order to deliver their contractual obligations.
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The Performance Improvement Plan
2.7

2.8

Groundwork Greater Nottingham was placed on a Performance Improvement Plan (PIP). The PIP
covered the period from September 2017 to March 2018 and included the three key criterion and nine
main areas of improvement, as detailed below:
▪

Ensure that participant targets for the programme are above 90% to achieve ‘performing’
classification;

▪

Review validation criteria and consider moving through tiers of evidence following risk assessment
process;

▪

Improve the quality of partner validation applications;

▪

Formalised systems to track and manage partner poor performance;

▪

Evidence of intervention with poor performers;

▪

Increase staff capacity within the internal Towards Work Programme team;

▪

Ensure the right balance of economically inactive participants;

▪

Ensure that all participants on programme are eligible and that there is a robust needs assessment
in place; and

▪

New needs assessment.

As a direct consequence, many of the Hubs/Micro-Hubs were subject to specific performance plans
that aim to improve delivery on the ground. In reality, much of this would have been delivered by the
Programme Management Team, but the PIP enabled a structured and coordinated response to
improvement. It is also evident that many of the issues reflected above match our own understanding
and emerging key findings from our previous evaluation reports.
Key Finding 3: The Performance Improvement Plan provided a firm steer to inform clear improvement
to programme delivery during 2018.
Programme Management

2.9

The Programme Management Team is well respected across partners, despite the delivery challenges
faced from the commencement of activity. There is a broad recognition that the administrative
requirements were not driven by Groundwork Greater Nottingham, but were BBO-wide, and that the
team was open and accessible to providing any support required.

2.10

There is scope to work more collaboratively with other D2N2 delivery leads to ensure that processes
and systems are connected, particularly in terms of referrals, and to help shape any future BBO
programme beyond 2019. For example, there is a need for non-compliant referrals from Opportunity
and Change to be passed to Towards Work. Consideration should also be given as to how a single
point of referral could be created across all three strands. A single marketing and PR strategy would
benefit the programme.
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2.11

We also believe there is benefit in the money management element of the programme being included
as a core part of the Towards Work Programme (and Opportunity and Change). This will enable
participants who require support with money management to also access BBO funded employability
support and vice versa. The current arrangement restricts dual access due to participants only being
validated and claimed by a single strand.
Key Finding 4: The Towards Work Programme is well managed by Groundwork Greater Nottingham.
Consideration should be given to working more closely with Opportunity & Change and Money Sorted
during 2019.
Participation and Involvement

2.12

Participation and involvement are important in ensuring activity reflects the needs of those intended
to benefit from the programme. The Towards Work Programme is committed to ensuring that
participants take an active role in the development of the programme, co-designing their own
pathways and providing an opportunity to connect the involvement and evaluation aspects. In early
2017 Ark Consultancy led the preparation of a Participation and Involvement Strategy. It set the vision
and framework for participation, outlining how this was to be delivered and how it would influence
partner activity. Section 4 of the report outlines the key findings of the participant survey, but it is
evident that Work Coaches have worked collaboratively with participants to plan and deliver
appropriate support.
Key Finding 5: There is considerable evidence, cited earlier in this report, of the Work Coaches
delivering a flexible service that has enabled participants to shape the direction of their journey.

2.13

The Participation and Involvement Strategy identified that a number of participants were to be
recruited as Ambassadors. The role was to support Hubs/Micro-Hubs demonstrate the benefit of the
programme to a range of audiences and support in evaluation activity.

2.14

Five Ambassadors were recruited in two phases – August 2017 and May 2018. One Ambassador
subsequently secured employment as a Work Coach. Being able to showcase her capability as an
Ambassador was a key factor in her progression. The current Ambassadors are at present working on
separate and personalised research projects exploring issues for people with defined challenges.
These cover mental health, ex-offenders, drug and alcohol misuse and care leavers. Reports will be
produced later in 2019.
Key Finding 6: The action of five Ambassadors made a valuable contribution to the programme
through supporting events, assisting Work Coaches with direct delivery at job clubs, etc. and adding
value to the evaluation process by engaging with participants.
Key Finding 7: The Ambassador programme will end in 2019, well in advance of the proposed
extension of delivery activity and thought needs to be given as to the future role of Ambassadors from
summer 2019 onwards.
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Cross-Cutting Themes
2.15

The Programme Management Team has identified the need to focus upon the cross-cutting themes.
A comprehensive training programme has been established and delivered to ensure that Hubs/MicroHubs are equipped to deliver. An Equalities Sub-Group of the Partnership Board has been established
to review the performance and action plan and meets on a quarterly basis. There is also evidence of
specific activity aimed at supporting under-represented groups. Further training on specific gender
equality and equal opportunity issues was undertaken in 2017 and early 2018, and consideration
should be given to repeating such activity in 2019.
Key Finding 8: The Towards Work Programme has robust plans in place to ensure that cross-cutting
themes are embedded in day to day delivery across the D2N2 area.
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3.

HUB AND MICRO-HUB MANAGEMENT AND DELIVERY
Introduction

3.1

This section of the report provides a brief summary of the main successes and the challenges faced by
Hubs and Micro-Hubs in delivering activity during 2018. It focusses upon the management of
resources, the working relationship between Hubs and Micro-Hubs and a number of specific issues
that have influenced the scale and scope of delivery for participants. Many of the issues were covered
at length in our previous annual evaluation report and will be covered again in our final report, so the
intention here is to outline only the key points.
Delivery Partners

3.2

In order to be included as a delivery body i.e. Hub or Micro-Hub, partners had to demonstrate: an indepth knowledge of the needs of all target client groups; have substantial experience of supporting
individuals to access employment opportunities, and; tackle specific barriers and obstacles to progress
on a journey into employment. Whilst they were able to do this during the application stage in 2016,
it is apparent that a number of partners were simply not able to deliver all the requirements of
Towards Work to the required standard and to the required volume of participants.

3.3

The Programme Management Team at Groundwork Greater Nottingham have worked diligently to
support Hubs/Micro-Hubs understand delivery and administrative requirements. However, a number
of contracts have been ended on the basis of lower than expected performance. In early 2017 the
Towards Work Programme had 22 providers. At the end of 2018 this had been reduced to 14, albeit
with three providers delivering across multiple clusters.
Key Finding 9: The Programme Management Team has taken a pragmatic approach to redefining
partner involvement to ensure that BBO funding is administered in an effective and efficient manner.
Managing Resources

3.4

During 2018 it was evident that some of the administrative demands required decreased e.g. the body
of evidence required to validate economically inactive participants. However, the administrative
demands remain higher than expected at the outset in 2016. Simply put, more time spent on
administration means less time working directly with participants to remove their barriers and support
them into a positive outcome. The situation endures, to the frustration of delivery staff, participants
and non-validated potential participants who have chosen to walk away due to the time-delaying
bureaucracy.
Key Finding 10: Considerable effort has been made by the Programme Management Team to make
the process as straightforward as possible and to support Hubs/Micro-Hubs with validation. However,
reducing the bureaucratic burden is simply not an option given the requirements set by NLCF.

3.5

The 'higher than expected' administrative demand has had repercussions beyond the Hub and MicroHub delivery teams. We know of examples where senior managers have had to commit additional unchargeable time to support their Towards Work Programme staff to deliver the expectations of the
contract and protect the reputation of an organisation that delivers for participants.
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Key Finding 11: A number of delivery partners would benefit from increased senior management
attention to support frontline delivery. In any future programme consideration could be given to this,
with a condition being that output and outcomes would be met before payment is made.
3.6

During 2017 the programme was beset with staff sickness and wider turnover of staff. Whilst the early
months of 2018 saw an influx of new staff right across the programme, it is positive that staff turnover
has been much lower in 2018. This has benefitted delivery, contributing to the acceleration of
progress in the latter half of 2018 in terms of boosted validations.
Delivery Staff Roles

3.7

Work Coaches provide a diverse range of support to participants. This includes working intensively to
remove barriers, boost confidence etc; support with updating CVs; searching for jobs; preparing job
applications and covering letters; assisting with interview preparation; facilitating travel, child care
and IT support costs; and providing opportunities for gaining work experience. Importantly, while
many Work Coaches were experienced in the role and engage well with participants, there were
others who were less experienced in this role. For these members of staff, the programme had been
more of a learning curve and it had taken additional time for them to gather more of a grasp of
appropriate ways of working with and supporting participants.
Key Finding 12: The Work Coach role is entirely appropriate and delivering for many participants, as
evidenced from interviewing many participants on a one to one basis.

3.8

To some extent the Work Coach role at each Micro-Hub is different from that based in each Hub, as
staff largely work in isolation. Being part of a larger team assists with sharing issues and finding
solutions.
Key Finding 13: Consideration needs to be given to involving all Work Coaches in a ‘cluster team’ to
develop the sharing of ideas and build resilience of staff.

3.9

The scope and scale of the support to Micro-Hubs from Hub Coordinators is not consistent across
clusters. Whilst there is evidence of recent improvements as processes become more established,
there is a continued need for the Programme Management Team to maintain their provision of
support to certain Micro-Hubs. In our previous evaluation report, we highlighted that consideration
could be given to Hub Coordinator roles being employed by the lead body and included as part of the
main Programme Management Team, whilst still being based in Hub premises. Given the service level
agreements in place this is difficult to action, but could be considered as part of any longer-term
extension of the Towards Work Programme.
Key Finding 14: The role of the Hub Coordinator has been delivered variably across clusters. We also
know of some Micro-Hubs what have been reluctant to accepting any offer of support from Hub
Coordinators. Groundwork Greater Nottingham has had limited influence over how external
organisations deliver this role and there is a case to consider how greater consistency in Hub
Coordinator delivery can be achieved.
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3.10

The employment landscape in the area is still regarded as challenging for many of the participants,
with many opportunities limited to ‘agency’ type work, short term roles and zero hours contract
arrangements. We have heard evidence of some Hubs establishing partnerships with local employers
to offer volunteering, work trials, apprenticeships and employment.

3.11

In some clusters the Job Broker had been instrumental supporting engagement with local employers
and helping to source suitable employment opportunities and work-based training opportunities. As
the programme has progressed, some Work Coaches have developed good relationships with Job
Brokers, meeting on a regular basis to discuss the jobs opportunities available and their suitability for
participants. We also know that a number of Job Brokers have not been fulfilling the role as designed,
instead delivering what we regard as a Work Coach role.
Key Finding 15: Employer engagement through the Job Broker is regarded as important in re-engaging
participants with the labour market. Some Hubs are more effective at this than others, and it is
important that each Hub Coordinator is able to ensure this activity is delivered across their cluster.

Key Finding 16: The effectiveness of the Job Broker role has varied across clusters. Delivery has been
affected by the wider capacity demands within Hubs. There is a need to consider the future role of
the Job Broker in any future/extended BBO activity.
3.12

Across the programme, Work Coaches have adopted a number of solutions to address a lack of
support from the Job Broker, often taking on the role themselves by attending jobs fairs with
participants; developing relationships with employers and/or signposting participants into potential
opportunities. Other Work Coaches have attempted to develop relationships with external agencies,
while attending external meetings and networking events to gather information on available work and
course opportunities.

3.13

To some extent the issue of securing ‘starts’ on the programme and validating participants has been
given an elevated status of priority over progressing participants and exiting them into a positive
outcome, ideally employment. To some extent we can understand this as Hubs need to develop their
caseload pipeline.

3.14

During the latter part of 2018 there was clearly an increased emphasis from the Programme
Management Team about the need to focus upon outcomes. Early in 2019 additional training was
also provided for delivery staff to ensure that the process was understood.
Key Finding 17: As delivery moves into 2019, and with the potential of an extension into 2020 and
beyond, much greater emphasis needs to be placed on managing caseloads effectively and delivering
outcomes. Job Brokers have a key role in transferring sound developmental work with participants
into job outcomes.
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Establishing Relationships with Key Partners
3.15

The success of the Towards Work Programme relies upon the creation and nurturing of relationships
with other partners. This is important to:
▪

Generate inward referrals, particularly from economically inactive people;

▪

Develop an awareness of partner delivery to inform outward referral and signposting
opportunities for Towards Work participants;

▪

Gather wider intelligence on other related services, wider best practice and horizon scanning.

3.16

It is evident that the majority of Hubs/Micro Hubs have well developed relationships with Jobcentre
Plus. Across the programme, Jobcentre Plus has been the main point of referral for many Hubs/MicroHubs.

3.17

However, given the fact that only 13% of all outputs claimed up to 31st December 2018 were
economically inactive participants, there is a need for many Hubs/Micro-Hubs during the early weeks
of 2019 to identify and build relationships with a wider number of potential referrals bodies i.e. not
overly relying upon Jobcentre Plus. There was an appreciation in 2017 and 2018 among many
Hubs/Micro-Hubs of the need to achieve this, but our research has revealed that in 2018 efforts to
target this have been patchy. At the Project Board Meeting in January 2019 it was agreed that 75% of
all new validations were to be economically inactive participants.

3.18

The Year One Evaluation Report highlighted that during early 2018 Hubs/Micro-Hubs needed to
consider wider options in relation to generating referrals. We have heard some really good examples
of Work Coaches being outwardly mobile in approaching potential participants in libraries and other
community venues. There is no reason why such an approach could not have been replicated across
all clusters, but it simply has not. A management approach that prioritised the transferability of good
ideas would have helped, providing this had the responsibility to make this happen with Hubs and
Micro-Hubs.

3.19

We have seen other BBO Programmes across the country that have adopted successful approaches to
engaging potential referral bodies and participants by having a dedicated ‘engagement’ role i.e.
without any casework. These tend to be one staff member in a larger team, and in Towards Work
structure this simply wouldn’t be possible due to the relatively small Hub/Micro-Hub teams. Having
fewer delivery organisations operating across a wider area would facilitate such a role.
Key Finding 18: There has been a regular need for delivery staff to make connections with potential
referral bodies. The ability to do this has varied considerably across delivery organisations, with some
able to articulate new links clearly whilst others have made only limited progress in this regard.
Key Finding 19: There is a need to continue developing new case studies to showcase the offer to
attract new referral bodies and participants.
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4.

ABOUT TOWARDS WORK PARTICIPANTS
Introduction

4.1

This section of the report outlines the findings from our primary research with programme
participants. During late 2018 and early 2019 we interviewed 96 participants to understand their
journey, aspirations and views of the support. The interviews focussed on the outcomes emerging
from involvement and satisfaction with the service received. Identifying a representative sample of
participants has been crucial to ensure robust and reliable conclusions and recommendations could
be drawn. It was important that the sample reflected the geographical distribution of the programme
across the D2N2 area and included participants from across the different Hubs and Micro Hubs.
Support Required

4.2

Participants were asked what support they required when they first joined the Towards Work
programme. Figure 4.1 below highlights the responses.
Figure 4.1: Support Required from the Work Coach on Commencement of Support

Building confidence

53%

Basic level qualifications in Maths and English

27%

Language skills (i.e. speaking and understanding english)

1%

Support with childcare

4%

Support with travel costs

40%

Using/access to the internet

57%

Searching for training or college courses

46%

Searching for jobs

65%

Help with applying for courses or training

57%

Help with interview preparation

57%

Help completing application forms and CV's

63%

Career advice to help you find the job most suited to you

61%
0%

4.3

20%

40%

60%

80%

The majority of participants needed required support with searching for jobs (65%), helping to
complete application forms and CV’s (63%) and career advice (61%). Very few required support with
childcare (4%) or language skills (1%), which may reflect the lower numbers of women and BAME
individuals accessing the programme.
Impact of Support

4.4

Since working with their Work Coaches, the participants have gained a deeper understanding of the
opportunities that might be available to them and how to go about accessing those opportunities. We
asked participants to give their views on how the support has assisted develop their understanding of
opportunities and their confidence to move forward. It highlights how participants rated the impact
on scale of 1 (none at all) to 5 (a great deal). The majority of participants ‘top rated’ the impact.
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4.5

This is testament to the Work Coaches in ensuring that participants understand what opportunities
and routes are available to them and how to search and apply for jobs and training courses that they
might be interested in. The support has clearly boosted the level of confidence of participants to look
for training and employment opportunities.

4.6

Figure 4.2 outlines participants views on how the support has helped them to understand employment
opportunities that are available to them. 94% of participants indicated that the support had an impact
(scoring impact 4 or 5) on their understanding of employment opportunities available. The majority
(71%) of participants we spoke to indicated the support had helped them a ‘great deal’ in respect of
understanding employment opportunities.
Figure 4.2: Participant Understanding of Employment Opportunities Available

Your understanding of the employment
opportunities available to you

23%
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Figure 4.3 highlights participants views on how the support has helped them to understand learning
opportunities that are available to them. 90% of participants indicated that the support had a
significant impact (scoring impact 4 or 5) on their understanding of learning opportunities that are
available. 68% of participants we spoke to indicated the support had helped them a ‘great deal’.
Figure 4.3: Participant Understanding of Learning Opportunities Available
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4.8

Figure 4.4 shows the degree to which support has helped participants them to build confidence for
looking for training and employment opportunities. 94% of participants responded that the support
had a significant impact (scoring 4 or 5) on improving their confidence to look for new training and
work opportunities. The majority (73%) of participants we spoke to indicated the support had helped
them a ‘great deal’.
Figure 4.4: Participant Confidence to Look for Training and Employment Opportunities
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Figure 4.5 outlines participants views on how the support has helped them to understand the skills
required for the job roles that were looking for. Almost all (95%) of the participants rated the support
highly in respect of this question. This indicates that the support has helped participants to understand
the appropriate skills required to enter specific roles, an important aspect of the support which has
been beneficial to many participants.
Figure 4.5: Participant Understanding of the Skills Required for the Job Roles Sought?
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4.10

As a result of the support received from the Towards Work Programme, a number of participants have
either progressed into employment or moved further towards the labour market. In total 24% had
moved into employment, 58% had completed a training course and 26% had completed a
qualification. Of those moving into employment, 80% stated that they found the support received
‘very useful’, indicating that without the intervention the individuals would have been less successful
in securing employment. New qualifications covered a number of areas:

▪
▪
▪
▪
▪
4.11

Maths and English (Levels 1 and 2)
IT
Confidence Building
Fork Lift Truck Driving
First Aid

▪
▪
▪
▪
▪

Food Safety
Health and Social Care
Personal Track Safety Card
Bricklaying
Customer Service

Overall, these are impressive figures for the programme, demonstrating that the intervention is having
a positive impact on people’s skills and qualifications levels, which in turn is making them more
employable. It also paints a picture of the true impact of the programme, over and above that claimed.
Key Finding 20: Training has occurred but an education outcome cannot be claimed if the training has
been funded by Towards Work. This has had an impact in terms of what support has been provided
to participants.

4.12

Participants who had moved into employment were asked how likely they would have been in
securing these roles without the support of the programme. The average response across all
participants was 30% which proves how valuable the support has been. No participants responded
that they would be 100% likely to have secured their job without the support of the programme which
indicates that the programme had a positive impact on helping each of these participants in some way
to secure employment.

4.13

Participants were asked whether anything else in their life had happened which had helped them to
secure their employment. Responses included: Improved health and wellbeing (both physical and
mental), relocating to a new area, and passing their driving test which opened up new options and job
opportunities.

4.14

Those participants who are seeking employment were asked what support they found the most useful
in aiding them to achieve a job. Answers were rated on a scale of 1 (not useful at all) to 5 (very useful).
The support assessed as ‘very useful’ by participants is outlined below:
▪

Support with job searching – 65%

▪

Support with travel costs – 58%

▪

Improved confidence – 52%

▪

Preparing for job interviews – 52%

▪

Completing training courses – 50%

▪

Support with CV writing – 48%

▪

Careers advice - 43%

▪

Support with job applications – 43%

▪

Awareness of opportunities – 43%
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4.15

Participants who have moved into employment were also asked to provide more insight into their
experiences of the support and whether there were any other areas of that had helped them to secure
this employment. These open-ended responses were varied but several recurring themes emerged, in
respect of: Work coaches suggesting alternative ways to approach employers, motivating participants,
support with overcoming mental health problems and setting up counselling.

4.16

Below are some quotes which outline participants experience of the support from the programme:
“My Work Coach literally led the way for me. Anything I needed help with he was happy to help me.
The support was very useful. I could catch a bus to meet my Work Coach and he would reimburse me
for it. I wouldn't have got to job interviews if it wasn't for my Work Coach. In terms of my confidence
my Work Coach boosted it back up as it drops when you're out of work for so long.”
“My Work Coach knows a lot of organisations. So she tells me what they have to offer and what they
could do to possibly help me. I know that support with travel is there if I need it.”
“The support with job searching and applying for jobs has been helpful. They have been pretty helpful
in helping me move further than I had been towards employment. They have provided me with a
different approach to applying for jobs and how to word letters to employers to see if there are any
vacancies available.”

4.17

As can be seem from the testaments above the Work Coaches are really helping individuals move
closer to employment and support them with other issues that are acting as a barrier to them moving
forward with their lives.

4.18

Participants who had undertaken a training course or gained a qualification were asked how useful
the support had been in getting them to that position. All stated that they had found the support
either quite useful or very useful. We know from further analysis that the offer was particularly
important for those participants who have not undertaken training before, by providing them with
the advice to do so and the confidence to proceed. For example, participants stated that the Work
Coaches were ‘very supportive’ and ‘made them feel at ease’.
Assistance with travel costs was also mentioned as important in helping participants to access training
and college courses. Others stated that their confidence had improved and that they felt more
motivated to access opportunities. Assistance with other aspects of their life such as childcare and
benefit payments were further highlighted as important factors in their progression, as relieving
stresses in other areas of their lives often helped participants focus on steps needed to progress into
training.
“The support has been excellent. The best source of help since being released from prison”
“They have really motivated me, from where I was, they have done a phenomenal job. I didn't care
anymore after the support I had from the Job Centre. They instantly treat you for who you are, rather
than make you apply for the same jobs as everyone else.”
“A major impact, it has changed my life so much.”
“They have helped in other aspects. They referred me to another person - who advised me that I could
put in claims for ESA for both my children. They were helpful in finding other benefits that the family
were entitled to.”
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4.19

In total 18% of the participants interviewed stated that they had been supported but they were not in
employment or training. Some of these were relatively new to the programme but the majority had
been supported for over six months. Whilst we accept that each journey is unique and sometimes the
end outcome takes longer to achieve, there is a need to continue to review caseloads to ensure that
support is provided to those with a realistic chance of achieving a positive outcome. This was reflected
in a key finding earlier in the report.

4.20

Very few participants have looked at starting their own business (1%) and this is not necessarily
surprising given the characteristics of the cohort. We know of other BBO programmes that have
directly funded support to assist participants into self-employment but have since realised that
alternative support is freely accessible elsewhere. There is no need for the Towards Work Programme
to boost any services in the area.

4.21

For participants who have not yet secured employment we asked how the support has helped them
move closer to getting a job. The majority of participants (83%) indicated that the support had a made
a positive impact in terms of moving them closer to getting a job.
Plans for the Future

4.22

Participants who had not started a job were questioned about their plans for the future. Figure 4.6
below highlights the responses received.
Figure 4.6: Participant Expectations for the Future

4%

Hoping to move into employment in
the next 3 months
Hoping to start volunteering

4%

6%
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49%
9%

9%
10%

Hoping to start/complete a training
course
Hoping to start/complete a
qualification
Other
Hoping to move into employment in
the next 6 months
Hoping to move into employment in
the next 12 months
Hoping to become more active in the
community
Hoping to start your own business

4.23

Almost half of the participants (49%) are hoping to move into employment in the next three months.
Overall the number of participants looking to move into employment equates to 59% of those
surveyed. This is an encouraging figure showing that those individuals enrolled on the Towards Work
Programme, feel motivated and confident to find a job.

4.24

The primary research revealed that 10% of participants are hoping to start a volunteering role. This is
relatively encouraging and highlights the desire of the participants to try new things in order to gain
confidence and experience.
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4.25

A number of participants highlighted that they hoped to enter employment but felt that existing
barriers such as their convictions or health conditions were preventing them from doing so. There
remains a role for Work Coaches to build confidence and seek opportunities that respond to such
challenges. In other BBOs programmes we have seen resources dedicated to sourcing volunteering
and work placements for participants with health conditions and criminal convictions and there is
scope for the Towards Work Programme to consider resource in this area.

4.26

In addition, further work with employers from a programme perspective would assist those who have
these barriers to employment to secure roles with employers that were more understanding of
people’s backgrounds and conditions. This aligns squarely with the Job Broker role. The Stakeholder
Managers have established a Steering Group with employers to consider how participants with
particular barriers are supported. An event is to be held in June 2019 to reflect upon the work
undertaken.
Barriers to Employment

4.27

4.28

Participants were asked to rate the barriers that most impacted on their ability to work. Of those that
responded the most common barriers were:
▪

Too many gaps in employment history – 41%

▪

Feeling that they have too much to learn to gain the job role they would like – 34%

▪

Not having enough money to pay for training courses – 24%

▪

Not feeling physically well enough – 22%

The positive element of this response is that the Towards Work Programme offer can directly address
many of the barriers cited as limiting progression into employment. The Towards Work programme
has therefore been based on a clear understanding of the local need for support in the right areas.
Participant Confidence Levels

4.29

4.30

Our research revealed that:
▪

62% agree or strongly agree that they now feel that a range of different career options are open
to them;

▪

85% agree or strongly agree that they are now better able to bounce back after disappointment;
and

▪

86% agree or strongly agree that they are now more confident in having a go at new things.

At this point it is worth also reflecting on the fact that for over half of all participants, a key motivation
for engaging with the programme was to improve their confidence. The data provides evidence that
the programme is making participants more confident, resilient and knowledgeable of their own
abilities and the options that are available to them.
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Key Findings
Key Finding 21: The majority of participants required support with searching for jobs (65%), helping to
complete application forms and CV’s (63%) and career advice (61%). Very few required support with
childcare (4%) or language skills (1%), which may reflect the lower numbers of women and BAME
individuals accessing the programme.
Key Finding 22: The majority of participants (94%) indicated that the support had an impact on their
understanding of employment opportunities available.
Key Finding 22: The majority of participants (90%) indicated that the support had an impact on their
understanding of learning opportunities that are available.
Key Finding 24: The majority of participants (94%) indicated that the support had an impact on
improving their confidence to look for new training and work opportunities.
Key Finding 25: The majority of participants (95%) indicated that the support had an impact helping
them to understand the skills required for the job roles that were looking for.
Key Finding 26: As a result of the support received from the Towards Work Programme, a number of
participants have either progressed into employment or moved further towards the labour market.
In total 24% had moved into employment, 58% had completed a training course and 26% had
completed a qualification. Education and training outcomes claimed are lower than that reported due
to the fact that those benefitting from Towards Work funded courses cannot be claimed.
Key Finding 27: 80% of all participants who progressed into employment found the support received
from the Towards Work Programme ‘very useful’, indicating that without the intervention the
individuals would have been less successful in securing employment.
Key Finding 28: Participants that had moved into employment stated that support with job searching,
help with job applications and improved confidence were the most important factors in them gaining
a new position. The scope of the Towards Work Programme offer reflects the needs of those that
require the support.
Key Finding 29: The Towards Work Programme has a positive impact on people’s skills and
qualifications levels, which in turn is making them more employable. It also paints a picture of the
true impact of the programme, over and above what can be claimed through formal reporting
evidence.
Key Finding 30: 83% of participants who were not yet in work indicated that the support had a made
a positive impact on them moving closer to getting a job.
Key Finding 31: The majority of participants not yet in work were looking to add to their skills in some
way, either through training, qualifications or volunteer work.
Key Finding 32: Almost half of the participants (49%) not yet in work were hoping to move into
employment in the next three months. This a positive finding, demonstrating that a significant number
of participants feel motivated and confident to find a job.
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Key Finding 33: 10% of participants would like to start a volunteering role. This is relatively encouraging
and highlights the desire of the participants to try new things in order to gain confidence and
experience.
Key Finding 34: A number of participants highlighted that they hoped to enter employment but felt
that existing barriers, such as their convictions or health conditions, were preventing them from doing
so. There remains a role for Work Coaches to build confidence and seek opportunities that remove
such barriers.
Key Finding 35: 62% of participants agree or strongly agree that they now feel that a range of different
career options are open to them.
Key Finding 36: 85% of participants agree or strongly agree that they are now better able to bounce
back after disappointment.
Key Finding 37: 86% of participants agree or strongly agree that they are now more confident in having
a go at new things.
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5.

PROGRAMME EXPENDITURE, OUTPUTS, OUTCOMES AND IMPACTS
Introduction

5.1

This section of the report outlines the headline statistics for the Towards Work Programme to date
and provides thorough analyses into the demographics of participants, the performance of
Hubs/Micro-hubs expressed as outcomes (and against targets) as well as identifying and comparing
the performance of individual delivery partner organisations.
Programme Expenditure

5.2

The overall programme expenditure incurred at 31st December 2018 was £4.171m. At this point the
programme was behind profile to the tune of circa £826,000. The expectation, based upon the
previous spend trend, is that the underspend at the end of the programme will be in the region of
£850,000. A conditional offer has been made that Community Fund and D2N2 ESIF monies not spent
during the original delivery period could be utilised to extend the programme. At this point it seems
likely that the programme will continue to 30th March 2020. This provides the programme with an
extended period to deliver the agreed outputs, outcomes and results. Any further funding to continue
the Towards Work Programme beyond this date and to September 2022 is likely to be dependent
upon performance against output and outcome targets.
Programme Targets

5.3

Towards Work initially set out to engage and support 2,500 participants, including people aged over
50, Long Term Unemployed People, Women Returning to Employment and Young People aged up to
24, including NEETs, particularly those furthest from the labour market and at risk of social exclusion.
It is anticipated that the programme will support equal numbers of men and women, and those who
are unemployed and economically inactive. However, during 2018 agreement was reached with the
managing authority that the outputs and outcomes would be reduced to support 2,187 participants.
Table 5.1: 2018 Outputs
Output
Total number of participants
Number of men
Number of women
Number who are unemployed, including longterm unemployed
Number who are economically inactive, including
not in education and training
Number who are over 50
Number with disabilities
Number from ethnic minorities
Number with self-declared mental health
problems

Lifetime
Target
2187
1094
1093

Actual at 31st
Dec 2018
1521
904
615

% of Target
Achieved
70%
83%
56%

1093

1329

122%

1094
350
438
262

192
329
664
179

18%
94%
152%
68%

438

639

146%
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5.4

Overall performance of 1521 validated people represents a cumulative profile of 97% of the ‘to date’
target of 1568 participants. The programme is ahead of profile in terms of men (904 starts against a
target figure of 784) for 31st December 2018.
Economically Inactive

5.5

During the latter part of 2018 there was greater focus on targeting economically inactive participants
due to the need to boost validations from this cohort. Whilst validations continue to increase, the
figure of 13%, compared to 87% of unemployed status continues to be an issue. However, this is an
increase of 5% from the end of December 2017.

5.6

One of the main reasons for this was the evidence needed to support a validation request, but in the
later stages of 2018 the requirements were streamlined and this will assist during 2019. In fact, a file
review identified additional 315 participants who should have been classified as economically inactive
due to evidence provided. At the end of 2018 this would have boosted the number of economically
inactive participants from 192 to 567, increasing the proportion from 13% to 37%.

5.7

At the Towards Work Programme Board Meeting in January 2019 it was agreed that from that point
each delivery partner had to validate a minimum of 75% of people who were economically inactive.
One option was to progress at 100% but this was not favoured due to:
▪

The need to maintain relationships with those organisations that provide referrals of unemployed
referrals; and

▪

There is a need to support people who are in need and who would benefit, regardless of their
status.

Key Finding 38: The more recent streamlining of evidence required to validate economically inactive
people has been welcomed by frontline delivery staff and during the latter part of the 2018 there was
evidence of an acceleration of economically inactive participants on the programme.
Key Finding 39: At the January 2019 Board Meeting a decision was taken that 75% of all future
validations should be economically inactive people, and such a move should lead a more balanced
programme. Even with this strategic move the specific target in relation to the number of
economically inactive people supported over the lifetime of the project will be testing to achieve.
Gender
5.8

The gender split of participants on programme is 59% men and 41% women. The programme
acknowledges the need for a more even profile across genders and attention has been focussed upon
increasing referrals from women. The increased emphasis upon boosting the economically inactive
cohort should also have a positive impact on the number of women validated during 2019.

5.9

The option exists to more widely utilise the budget for childcare. Whilst funding is available for
childcare for the initial three months of employment, this isn’t routinely understood and therefore
should be communicated to potential participants, particularly women returners.

Evaluation of Towards Work Programme – Year Two Evaluation Report 2018

26

Ethnicity
5.10

The vast majority of participants are White British (85%). All other groups have each had between 0
and 8 additional participants. A number of Micro-Hubs that initially had a focus on supporting BAME
participants – Awaaz and Signpost to Polish Success – are no longer direct delivery partners. However,
Awaaz is still referring eligible people to the Towards Work Programme. In addition, the identified
BAME lead organisation for Derbyshire never actually commenced delivery, choosing instead not to
deliver their agreed contract.

5.11

It is considered that more outreach into BAME communities would benefit the programme greatly.
Often those from ethnic minority backgrounds do not have the confidence to seek assistance from
outside agencies. More time spent by Towards Work would help to advertise the programme, explain
the offer and the support available and how they might benefit. Holding interviews and meetings
within community venues would also aid this process. From our experience of other BBO programmes
we are aware of the benefits of a dedicated BAME Engagement Officer and the positive impact this is
making with the number of referrals from the BAME community. Thought should be given the
inclusion of such a role to the programme or a generic Engagement Lead who would undertake
outreach across all areas.
Health Barriers

5.12

The programme is continuing to support people with mental health problems and emotional needs.
At the end of 2018 the programme had (or still is) supporting 639 people (42% of all participants) with
mental health issues, far in excess of the target figure of 438. The programme has also supported 664
people with a disability (44% of all participants), again much higher than the agreed target figure of
438. This has placed much greater demands in terms of the support required a consequently delays
outcomes for participants as they need more intensive help. Plans are in place to fund specialist
disability Work Coaches to respond to the identified need which would be a welcome addition to the
programme.
Age

5.13

The output information shows that the programme has reached 94% of its target to support the over
50s. This is a positive outcome for the programme and supports the rationale for opening up Towards
Work to all age ranges. There is an evident demand and desire in this particular age range to find
employment, with many participants trained in traditional industries that are no longer available. This
cohort generally require support with IT, job search, understanding how to adapt their skills and
interview techniques.
Disengagement

5.14

Programme data shows that 410 participants have disengaged from the process at the point to 31st
December 2018. This is 27% of the total validation and as such leaves significant gap by not being able
to record exit outcomes despite people often receiving considerable support. An additional 377
people disengaged before validation. The common belief is that more often than not this is due to
the difficulty (in terms of evidence required) and time taken in gaining entry on to the programme. In
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some cases, in the first year of the programme, some participants were required to re-supply evidence
when some paperwork failed audit. This resulted in some not being redone and as a result did not
count towards outcome figures despite being supported.
Key Finding 40: Looking forward, there will be continued pressure to validate and support new
participants. It is vital that only people appropriate to the scope of the Towards Work Programme are
accepted and that this is adequately scoped during initial conversations.
Validations
5.15

Table 5.2 below outlines progress made in terms of participants validated and therefore accessing
support.
Table 5.2: 2018 Outputs by Cluster, Hub and Micro-Hub
Target to
Date
Babington
176
Derby College
288
Derventio
245
Direct Help & Advice (Derby)
166
Direct Help & Advice (Derbyshire)
83
Double Impact
136
Double Impact (Mansfield)
88
Groundwork Greater Nottingham
80
High Peak Food Bank
71
Inspire & Achieve
144
Inspire Learning
208
Inspire Learning (Health Support)
300
Nottingham Women’s Centre
88
Scintilla
246
The Bureau
58
Work Pays
176
YMCA Derbyshire
88
Total
2,641

Actual to
Date
120
137
128
83
20
89
33
36
53
109
115
103
44
175
20
142
41
1,521

% Target
Achieved
68%
48%
52%
50%
24%
65%
38%
45%
75%
76%
55%
34%
50%
71%
34%
81%
47%
58%

5.16

The Greater Nottingham cluster has generated the greatest number of participants onto the
programme at 370 (to 31st December 2018), which represents almost a quarter 24.3% of total starts
on the programme. The breakdown of other participant starts by is as follows: Mansfield & Ashfield
Hub 314 (20.6%), Bassetlaw Hub 218 (14.3%), Derby City Hub 215 (14.1%), Bolsover Hub 203 (13.3%),
and Amber Valley Hub 201 (13.2%).

5.17

The delays in getting participants validated by Hubs/Micro Hubs has had a direct impact on the flow
of participants and this has undoubtedly impacted upon overall output numbers. We know from
interviewing Hubs/Micro-Hubs that delays in validation has led to attrition i.e. of potential participants
disengaging.
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5.18

However, progress has been made in some clusters, whereby it has been recognised that there has
been an issues and measures have been put in place to increase the quality of the paperwork (quicker
validations/less attrition) and undertake additional outreach to increase validation numbers.
Cluster Progress
Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster

5.19

Table 5.3 illustrates the demographic breakdown of participants across the Amber Valley, Erewash,
Derbyshire Dales & High Peak Cluster and the individual organisations represented by this hub. The
Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster is comprised of three partner
organisations: Derventio, High Peak Food Bank and The Bureau. In total 201 participants were enrolled
on the programme (at 31st December 2018) from the Amber Valley, Erewash, Derbyshire Dales & High
Peak Cluster, representing around 13.2% of overall participants.
Table 5.3 – Demographic analysis of Amber Valley, Erewash, Derbyshire Dales & High Peak
Cluster

Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health
Ex-Offenders

Derventio

High Peak Food Bank

The Bureau

Total

128
78 (61%)
50 (39%)
113 (88%)
15 (12%)
36 (28%)
48 (38%)
3 (2%)
46 (36%)
23 (18%)

53
35 (66%)
18 (34%)
39 (74%)
14 (26%)
14 (26%)
30 (57%)
5 (9%)
15 (28%)
6 (11%)

20
12 (60%)
8 (40%)
12 (60%)
8 (40%)
2 (10%)
17 (85%)
0 (0%)
16 (80%)
1 (5%)

201
125 (62%)
76 (38%)
164 (82%)
37 (18%)
52 (26%)
95 (47%)
8 (4%)
77 (38%)
30 (15%)

5.20

The majority (62%) of these participants are male with only around a third (38%) of participants
female. Just over quarter (26%) of participants are over fifty years old. The majority (82%) of
participants at Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster organisations are
unemployed rather than economically inactive. This differs by organisation, almost all (88%) of
participants at Derventio are unemployed, whilst 74% and 60% of participants were ‘unemployed’ at
High Peak Food Bank and The Bureau respectively. A change in emphasis and more streamlined
validation process should assist this cluster in achieving greater numbers in this area.

5.21

Almost half (47%) of the participants were disabled. The majority of participants at The Bureau were
disabled (85%) compared to just over half (57%) of participants at High Peak Food Bank and less than
one in four (38%) of participants at Derventio. Only 4% of participants across the cluster are ethnic
minorities. To some extent this reflects the demographic profile across the whole population. No
ethnic minority participants are represented by The Bureau, and there are only three ethnic minority
participants at Derventio. There were five ethnic minority participants at High Peak Food Bank,
representing 9% of their total participants.
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5.22

Over a third (38%) of participants from Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster
have mental health as a barrier. The majority (80%) of participants at The Bureau have mental health
issues, whilst 36% and 28% of participants at Derventio and High Peak Food Bank respectively have
mental health issues.

5.23

In total 15% of participants across Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster
organisations are ex-offenders, making it the second highest rate across each of the six clusters,
behind only the Greater Nottingham cluster.
Bassetlaw, Newark & Sherwood Cluster

5.24

Table 5.4 shows the demographic break down of participants from the Bassetlaw, Newark & Sherwood
Cluster. There are currently 218 participants enrolled on the programme from the Bassetlaw, Newark
& Sherwood Cluster. Inspire Learning offer two streams of support: the original offer that commenced
in January 2017 and their Health Specialist Support that commenced in 2018.
Table 5.4 – Demographic Analysis of Bassetlaw, Newark & Sherwood Cluster participants

Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health
Ex-Offenders

Inspire Learning
Original

Inspire Learning
Health Specialist

Total

115
78 (68%)
37 (32%)
111 (97%)
4 (3%)
39 (34%)
56 (49%)
4 (3%)
32 (28%)
11 (10%)

103
62 (60%)
41 (40%)
77 (75%)
26 (25%)
20 (19%)
97 (94%)
7 (7%)
67 (65%)
5 (5%)

218
140 (64%)
78 (36%)
188 (86%)
30 (14%)
59 (27%)
153 (70%)
11 (5%)
99 (45%)
16 (7%)

5.25

The breakdown of participants for each of the support strands is 53% (115 participants) for the
standard and 47% (103 participants) for the Health Specialist Support. Participants across the
Bassetlaw, Newark & Sherwood Cluster are representative of 14.3% of overall participants on the
programme. The majority (64%) of participants across the hub are male, and 36% female. Almost
seven in ten (68%) of participants on the original service are men.

5.26

The split between unemployed and economically inactive participants largely mirrors the picture
across the whole programme e.g. 86% unemployed on validation and 14% economically inactive.
However, almost all (97%) of the participants accessing the ‘original’ service were unemployed upon
enrolling on the programme.

5.27

70% of participants at the Bassetlaw, Newark & Sherwood Cluster are considered disabled,
unsurprisingly almost all (94%) of participants engaged in the Health Specialist Support of the Inspire
Learning organisation have a disability, compared to 49% of participants on the ‘original’ service.

5.28

Only 28% of standard support participants have mental health barriers, whilst 65% of Health Specialist
Support participants suffer from mental health issues. Such figures highlight the need for the specialist
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support in this area. However, rates across the programme are high, and if this approach looks to be
working is should be roles out across all hub areas.
5.29

Representation of ethnic minorities at the Bassetlaw, Newark & Sherwood Cluster are comparable to
the other hubs with 5% of participants across both strands of the support from an ethnic minority
group. Ex-offenders currently account for 7% of participants at the Bassetlaw, Newark & Sherwood
Cluster.
Bolsover, Chesterfield & NE Derbyshire Cluster

5.30

Table 5.5 outlines the demographic analysis for participants at the Bolsover, Chesterfield & NE
Derbyshire Cluster. The Bolsover, Chesterfield & NE Derbyshire Cluster, is comprised of three core
partner organisations; Workpays, YMCA Derbyshire and DHA Derbyshire. To date there have been 203
participants enrol onto the programme from the Bolsover, Chesterfield & NE Derbyshire Cluster,
representing around 14.3% of all participants on the programme.
Table 5.5 – Demographic analysis of Bolsover, Chesterfield & NE Derbyshire Cluster Participants

Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health
Ex-Offenders

Workpays

YMCA Derbyshire1

DHA Derbyshire

Total

142
77 (54%)
65 (46%)
134 (94%)
8 (6%)
31 (22%)
49 (35%)
16 (11%)
31 (22%)
11 (8%)

41
23 (56%)
17 (41%)
39 (95%)
2 (5%)
22 (54%)
15 (37%)
1 (2%)
4 (10%)
3 (7%)

20
14 (70%)
6 (30%)
16 (80%)
4 (20%)
3 (15%)
15 (75%)
0 (0%)
12 (60%)
0 (0%)

203
114 (56%)
89 (44%)
189 (93%)
14 (7%)
56 (28%)
79 (39%)
17 (8%)
47 (23%)
14 (7%)

5.31

As is the case with most of the other clusters, there are more male participants than females (56%
males compared to 44% females) but this cluster has the most balanced profile across genders.

5.32

Almost all (93%) participants were unemployed when enrolling on the programme and only 7% were
economically inactive. Over a quarter (28%) of participants at the Bolsover, Chesterfield & NE
Derbyshire Cluster are aged 50+, which is comparable to other clusters hubs.

5.33

Over half (54%) of participants at YMCA Derbyshire are aged 50+, making it the second highest
proportion of aged over 50 participants across all the partner organisations behind only Meadows
Partnership Trust (83%) that had only a low number of participants and ceased delivery in early 2018.
Almost four in ten (39%) of participants at Bolsover, Chesterfield & NE Derbyshire Cluster
organisations are recorded as having a disability, reflecting the programme-wide position.

1

YMCA Derbyshire and YMCA Derby City are a single site in the Hanlon system. One person responded ‘prefer
not to say’ for gender.
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5.34

Ethnic minorities represented 8% of participants across the Bolsover, Chesterfield & NE Derbyshire
Cluster organisations, no ethnic minority participants were represented by DHA Derbyshire and only
one participant at YMCA Derbyshire.

5.35

The cluster rate for ethic minority participants is almost half that of the programme as whole. Almost
a quarter (23%) of participants had mental health issues as a barrier on joining the programme. In
total 7% of participants at Bolsover, Chesterfield & NE Derbyshire Cluster organisations are exoffenders.
Derby City & South Derbyshire Cluster

5.36

Table 5.6 outlines the demographic breakdown of participants across Derby City & South Derbyshire
Cluster organisations. The Derby City & South Derbyshire Cluster consists of three partner
organisations; Derby College, DHA (Derby City), and YMCA Derbyshire. Latest figures identify that 215
participants have enrolled onto the programme across the cluster, representing 14.1% of all
programme starts. It should be noted that the Hanlon system records different delivery strands of
YMCA Derbyshire as a single site, hence the unusually low participant rate. The split of male and
female participants across the Derby City & South Derbyshire Cluster delivery partners is 53% male
and 47% female. This represents the closest to an even split across genders across clusters.
Table 5.6 – Demographic analysis of Derby City Hub participants

Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health
Ex-Offenders

Derby College

DHA (Derby City)

YMCA
Derbyshire

Total

132
67 (51%)
65 (49%)
110 (83%)
22 (17%)
19 (14%)
40 (30%)
38 (29%)
46 (35%)
10 (8%)

82
47 (57%)
35 (43%)
71 (87%)
11 (13%)
24 (29%)
77 (94%)
21 (26%)
44 (54%)
3 (4%)

1
1 (100%)
0 (0%)
1 (100%)
0 (0%)
0 (0%)
0 (0%)
1 (100%)
0 (0%)
0 (0%)

215
115 (53%)
100 (47%)
182 (85%)
33 (15%)
43 (20%)
117 (54%)
60 (28%)
90 (42%)
13 (6%)

5.37

As with all of clusters, the majority (85%) of participants were unemployed when joining the
programme compared with a minority of economically inactive (15%) participants. A fifth (20%) of
participants are aged 50+, this is the lowest proportion of all the clusters. Over half of participants
across the cluster have a disability, which includes 94% of participants at DHA (Derby City). This makes
it the organisation with the greatest proportion of disabled participants alongside the Inspire Learning
Health Specialist Support strand. This is not surprising given the targeted support they provide.

5.38

The Derby City & South Derbyshire Cluster also has the joint highest proportion of ethnic minority
participants (28%). The Derby City & South Derbyshire Cluster also has the second highest proportion
of participants with mental health issues as a barrier at 42%. Over half (54%) of participants at DHA
(Derby City) had mental health issues as a barrier when entering the programme, the second highest
across all delivery partners. Only 6% of participants across the cluster were ex-offenders.
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Mansfield & Ashfield Cluster
5.39

Table 5.7 outlines the demographic breakdown of participants across Mansfield & Ashfield Cluster
organisations. The Mansfield & Ashfield Cluster is a network of three partner organisations including:
Scintilla, Double Impact (Mansfield), and Inspire and Achieve Foundation. Across the Mansfield &
Ashfield Cluster there are 314 participants who have enrolled onto the Towards Work Programme 172 at Scintilla, 109 at Inspire and Achieve, and 33 at Double Impact.
Table 5.7 – Demographic Analysis of Mansfield & Ashfield Cluster Participants

Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health
Ex-Offenders

Scintilla

Double Impact
(Mansfield)

Inspire and Achieve
Foundation

Total

172
92 (53%)
80 (47%)
156 (91%)
16 (9%)
57 (33%)
92 (53%)
12 (7%)
56 (33%)
23 (13%)

33
22 (67%)
11 (33%)
30 (91%)
3 (9%)
11 (33%)
15 (45%)
1 (3%)
8 (24%)
5 (15%)

109
66 (61%)
43 (39%)
104 (95%)
5 (5%)
0 (0%)
20 (18%)
8 (7%)
15 (14%)
3 (3%)

314
180 (57%)
134 (43%)
290 (92%)
24 (8%)
68 (22%)
127 (40%)
21 (7%)
79 (25%)
31 (10%)

5.40

The gender balance of participants is 57% male to 43% female across the Mansfield & Ashfield Cluster.
Two thirds (67%) of participants at Double Impact are male compared to only around a third (33%)
female. Almost all (92%) participants at the hub were unemployed when the joining the programme,
compared to a small proportion (8%) of participants who were economically inactive.

5.41

Almost a quarter (22%) of Mansfield & Ashfield Cluster participants are aged over 50. This is lower
than other clusters but is skewed given that Inspire and Achieve Foundation specialise in supporting
16 to 25 year olds. 40% of participants across the cluster were recorded as having a disability when
they enrolled onto the programme. This includes over half (53%) of participants at Scintilla, and almost
half (45%) of participants at Double Impact. In total, 7% of participants across the Mansfield & Ashfield
Cluster organisations are ethnic minorities, half the rate across the programme as a whole.

5.42

A quarter of Mansfield & Ashfield Cluster participants reported having mental health issues upon
entering the programme. This includes a third of participants at Scintilla, 24% at Double Impact and
14% at the Inspire and Achieve Foundation. A tenth (10%) of participants across the hub are also exoffenders, including 15% at Double Impact, 13% at Scintilla and 3% at the Inspire and Achieve
Foundation.
Greater Nottingham Cluster

5.43

Table 5.8 provides demographic analysis for participants at the Greater Nottingham Cluster. The
Greater Nottingham Cluster started in January 2017 as a collective of ten core organisations, many of
which are now no longer active delivery partners. Earlier in 2018 a competitive tender exercise was
undertaken and Groundwork Greater Nottingham was appointed as a direct delivery partner.
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5.44

The gender balance of participants across the cluster is 62% male to 37% female, and one participant
at who selected ‘other’ for their gender. The Greater Nottingham Cluster is also home to the
Nottingham Women’s Centre which is a specialist support organisation which works exclusively with
women, which moves the rate up significantly. Women represent only 24% of the caseloads of
Babington and Double Impact.

Double Impact
Nottingham2

Nottingham
Women’s
Centre

Notts YMCA

Groundwork
Greater Nottm

Total3

Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health
Ex-Offenders

Babington

Table 5.8 – Demographic Analysis of Greater Nottingham Cluster Participants

119
91 (76%)
28 (24%)
113 (95%)
6 (5%)
27 (31%)
52 (44%)
28 (24%)
30 (25%)
24 (20%)

86
64 (74%)
21 (24%)
69 (80%)
17 (20%)
21 (50%)
47 (55%)
11 (13%)
39 (45%)
21 (24%)

42
0 (0%)
42 (100%)
27 (64%)
15 (36%)
11 (26%)
23 (55%)
17 (40%)
6 (14%)
6 (14%)

8
5 (63%)
3 (37%)
7 (88%)
1 (12%)
1 (13%)
3 (38%)
4 (50%)
1 (13%)
0 (0%)

37
21 (53%)
16 (47%)
25 (68%)
12 (32%)
10 (27%)
14 (38%)
11 (30%)
9 (24%)
7 (19%)

370
230 (62%)
139 (37%)
316 (85%)
54 (15%)
99 (27%)
155 (42%)
104 (28%)
95 (26%)
67 (18%)

5.45

The split of participants’ economic status upon joining the programme is that 85% were unemployed
and 15% were economically inactive, which is comparable to proportions observed across the
programme as whole. Over a quarter of participants across the hub organisations are aged over 50.

5.46

Over a quarter of participants were ethnic minorities, well above the programme rate, but not
altogether surprising given the profile across the patch. In total 155 participants across the Greater
Nottingham Cluster had a disability, which represents 42% of all participants enrolled at the
organisations. Around a quarter (26%) of participants at the Greater Nottingham Cluster organisations
had mental health issues, which includes almost half (45%) of participants at Double Impact
Nottingham. Almost a fifth of participants are ex-offenders, the highest rate of all clusters across the
programme.

2

One participant at Double Impact Nottingham selected ‘other’ as their gender

3

Totals include those participants recorded for Micro-Hubs no longer delivering on the programme.
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Key Cluster Findings
Key Finding 41: Generally, the profile of participants for each of the cluster areas fits with that of the
programme as a whole, with more men than women enrolled, a low percentage of economically
inactive participants, low rates of ethnic minorities and high rates of people stating that they have a
disability.
Key Finding 42: Bolsover, Chesterfield and NE Derbyshire Cluster; Derby City Cluster and the Mansfield
and Ashfield Cluster, have a higher percentage of female participants than the other hub areas.
Key Finding 43: The amount of economically inactive participants across the programme is low with
Bolsover, Chesterfield and NE Derbyshire Cluster performing poorly in this area with only 7% of
participants. High Peak Food Bank and Inspire Learning Health Specialist have been more successful
in attracting economically inactive people to the programme (26% and 25%). The rationale to place
more emphasis in this area going forward is sound and should help to reach output targets.
Key Finding 44: Bassetlaw, Newark and Sherwood cluster have a high proportion of disabled
participants (70%) which is reflected by the inclusion of a Health Specialist within this cluster. This
approach is positive and the benefits are evident. However, disability rates are higher than anticipated
across the programme.
Key Finding 45: Both of the city clusters (Nottingham and Derby) have a higher percentage of ethnic
minority participants (28% each). Whilst this reflects the demographic profile of the city/inner city
population, it also highlights the work done in these areas to reach out to BAME communities to make
them aware of the benefits of Towards Work.
Key Finding 46: Bassetlaw, Newark and Sherwood alongside Derby City and South Derbyshire have
supported the largest proportion of participants with mental health issues validated (45% and 42%
respectively).
Key Finding 47: Amber Valley, Erewash, Derbyshire Dales and High Peak Cluster and Nottingham City
Cluster have been the most successful in attracting ex-offenders to the programme (15% and 18%).
Babington and Double Impact Nottingham have validated the most participants who are ex-offenders.
Key Finding 48: It is evident that although the profile is reasonably consistent across the programme,
there are clusters that are performing better in some areas. This provides an opportunity for shared
learning and best practice whereby those who are performing well, or who have created relationships
within new referral partners could share their approaches with other members of the consortium.
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Progress Against Outcomes
5.47

Tables 5.9 below outlines progress made in terms of improving participant understanding of their
personal barriers and how they can be overcome.
Table 5.9: Progress Made Against Outcome 1
Participants will have a
better understanding of
their personal barriers
to employment what is
needed to overcome
them.

Participants devise Towards Work employment plan to address or at
least minimise the barriers which affect their employability within one
month: 1,521 achieved compared to a target of 1,281. (+18.7%
variance).
Individual barriers to employment identified and understood by
participants: 1,521 achieved compared to a target of 1,128. (+34.8%
variance).
Participants report back that at least one barrier has been reduced or
resolved: 887 achieved compared to a target of 914. (-3.0% variance).

5.48

5.49

Progress against Outcome 1 indicators are the best performing aspect of the Towards Work
Programme, with two of the three targets being achieved. The number of participants who have
devised an employment plan which seeks to minimise barriers effecting their employability is 1,521,
greater than a target of 1,281. Similarly, 1,521 participants have successfully identified and
understood their individual barriers to employment, an overachievement against the target of 1,128.
The number of participants who report back that at least one barrier has been reduced or resolved is
slighter behind profile, but still a significant number at 887. The expectation is that this will be
achieved given the acceleration in validated participants in the latter half of 2018. Our survey of
participants revealed a broad awareness of the range of different barriers to employment faced.
Importantly, they were able to identify which barriers they felt were most preventing them from
accessing employment:
▪

Too many gaps in employment history – 41%

▪

Feeling that they have too much to learn to gain the job role they would like – 34%

▪

Not having enough money to pay for training courses – 24%

▪

Not feeling physically well enough – 22%

Table 5.10 demonstrates the progress made in developing participant skills to support their job search.
Table 5.10: Progress Made Against Outcome 2
Participants will have Participants have a Towards Work employment plan: 1,521 achieved
more skills to support against a target of 1,371. (+10.9% variance).
their job search.
Participants receive job search support interventions (CVs, Job
application, network development, interview skills): 662 achieved
against a target of 743. (-10.9% variance).
Participants report learning and new approaches have been used in job
search process: 242 achieved compared to a target of 519. (-53.3%
variance).
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5.50

Progress towards Outcome 2 indicators varies. The number of participants that have developed an
employment plan has exceeded the target with 1,512 achieving this outcome. However, those
receiving job search support interventions is nearly 11% below target with 662 participants receiving
this level of support. In addition, 242 out of a target of 519 have reported that they have used new
approaches to job searching as a result of their meetings with the Work Coach. This highlights the
need to focus in on those areas that are underperforming, especially in relation to helping participants
find alternative ways of finding employment opportunities and not just relying on internet job
searching. Work coaches may need additional training themselves as to other options that may be
successful. Our survey of participants identified the areas of support that they had found most useful
were as follows (the % indicates those who scored the support at 5 – Very useful):
▪

Support with job searching – 65%

▪

Preparing for job interviews – 52%

▪

Support with CV writing – 48%

▪

Careers advice - 43%

▪

Support with job applications – 43%

▪

Awareness of opportunities – 43%

5.51

The figures show that although the outcome targets were lower in some areas, many of the
participants felt that the support received in those areas was very useful in helping them move
towards employment.

5.52

Table 5.11 demonstrates the progress made in terms of improving participant understanding of the
employment and learning options available to them.
Table 5.11: Progress Made Against Outcome 3
Participants will have a
better understanding of
the employment and
learning options
available to them.

Participants have an increased awareness of possible employment and
learning options through interventions with their job coach: 755 achieved
against a target of 976. (-22.6% variance).
Participants are able to consider “job fit” and match jobs with their skills,
knowledge and experience: 242 achieved against a target of 822. (-70.6%
variance).
Participants have evidenced an application to a job or learning
opportunity: 613 achieved against a target of 701. (-12.6% variance).

5.53

Progress made against targets for Outcome 3 is below what is expected each of the objectives. Of
particular note is the low level of participants that are not able to match their skills and experience
with jobs that might be available. Additional attention is required in this area to provide participants
with the right amount of knowledge and understanding of their own abilities and how this can then
be transferred into a new role. Furthermore, the number of participants who feel that they understand
better the employment and learning options available to them is 22.6% below target. This is a
fundamental element of the support provided by the Work Coach and further investigation should be
undertaken to understand why some participants do not feel supported in this area.
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5.54

It is encouraging that 613 people have filled in a job application form or looked into a learning
opportunity. It is anticipated that this will increase as the programme progresses.

5.55

Our survey of participants however, identified that the majority of participants rated highly (on a scale
of 1-5) the support they had received and felt that they now had a better understanding of: the
employment opportunities available; the training opportunities available; the confidence to look for
employment and training opportunities; and the awareness of the skills they needed for the roles they
were looking for.

5.56

Table 5.12 demonstrates the progress made in terms of improving participant understanding of the
employment and learning options available to them.
Table 5.12: Progress Made Against Outcome 4
Participants will have
increased levels of
confidence and
improved
communication skills.

Participants report they have improved their ability to communicate
with employers: 315 achieved compared to a target of 701. (-55.1%
variance).
Participants report back that the interventions with their Job coach has
given them a greater confidence to approach employers: 416 achieved
against a target of 701. (-40.7% variance).

5.57

The figures in the table above suggest that overall participant’s confidence to communicate and
approach employers is still low with targets 55% and 41% below target. However, our survey of
participants identified that 86% of those surveyed either agreed or strongly agreed that they were
now more confident to have a go at new things. Whilst this is not a direct comparison it does show
that following support participant confidence levels increase.

5.58

It should be noted that progress made against many of the outcome indicators is lower than expected
due to ongoing issues with Work Coaches not accurately recording the valuable work they are
delivering and not using the Hanlon MIS to its full capability. This issue was considered through
intensive staff training during February 2019 and progress will be monitored.
Outcomes by Hubs

5.59

This section provides a breakdown of outcomes achieved across each of the clusters, further analysis
segments outcomes by demography and barriers recorded on starting the programme. The purpose
for this is to compare the performance of hubs against each other and to discover any outliers in
respect of outcomes achieved by different demographics.

5.60

Table 5.13 outlines the performance in respect of Job Outcomes and participants progressing into
Education & Training, across each of the six clusters. The analysis also segments the raw figures further
into several demographic indicators including: Gender, Economic Status, Disability Status, and Ethnic
Minority. The headline figure is that 170 Job and/or Education & Training outcomes have been
achieved across the six hubs, representing 11.2% of all participants on the programme.

5.61

The majority (86%) of these outcomes have been job outcomes, with a total of 146 across the hubs.
Only 24 Education & Training outcomes have been achieved across the hub which is disappointing
given the target at this stage of delivery.
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Table 5.13: Outcome Achievement by Cluster
Amber Valley, Erewash,
Derbyshire Dales & High
Peak
Job
Education
Outcome
& Training

Bolsover, Chesterfield
& NE Derbyshire

Bassetlaw, Newark &
Sherwood

Job
Outcome

Education
& Training

Job
Outcome

Education
& Training

Total

Totals

29 (14%)

7 (3%)

26 (13%)

2 (1%)

5 (2%)

2 (1%)

170 (11%)

Male

17 (59%)

6 (86%)

14 (54%)

1 (50%)

4 (80%)

1 (50%)

94 (55%)

Female

12 (41%)

1 (14%)

12 (46%)

1 (50%)

1 (20%)

1 (50%)

77 (45%)

Unemployed

24 (83%)

6 (86%)

25 (96%)

2 (100%)

5 (100%)

2 (100%)

157 (92%)

Economically
Inactive

5 (17%)

1 (14%)

1 (4%)

0 (0%)

0 (0%)

0 (0%)

14 (8%)

Aged 50+

6 (21%)

1 (14%)

5 (19%)

0 (0%)

3 (60%)

0 (0%)

31 (18%)

Disabled

9 (31%)

2 (29%)

10 (38%)

0 (0%)

2 (40%)

1 (50%)

56 (33%)

Ethnic
Minority

2 (7%)

0 (0%)

1 (4%)

0 (0%)

0 (0%)

0 (0%)

18 (11%)

Mental Health

4 (14%)

1 (14%)

3 (12%)

0 (0%)

1 (20%)

2 (100%)

31 (18%)

Derby City & South
Derbyshire
Job
Education
Outcome
& Training

Greater Nottingham

Mansfield & Ashfield

Job
Outcome

Education
& Training

Job
Outcome

Education
& Training

Total

Totals

18 (8%)

8 (4%)

22 (8%)

1 (0.3%)

46 (15%)

4 (1%)

170 (11%)

Male

8 (44%)

4 (50%)

11 (50%)

1 (100%)

25 (54%)

2 (50%)

94 (53%)

Female

10 (56%)

5 (63%)

11 (50%)

0 (0%)

21 (46%)

2 (50%)

77 (47%)

Unemployed

18 (100%)

7 (88%)

20 (91%)

1 (100%)

44 (96%)

3 (75%)

157 (90%)

Economically
Inactive

0 (0%)

2 (25%)

2 (9%)

0 (0%)

2 (4%)

1 (25%)

14 (9%)

Aged 50+

4 (22%)

1 (13%)

6 (27%)

0 (0%)

3 (7%)

2 (50%)

31 (20%)

Disabled

7 (38%)

4 (50%)

6 (27%)

0 (0%)

12 (26%)

3 (75%)

56 (36%)

Ethnic
Minority

5 (28%)

2 (25%)

7 (32%)

0 (0%)

1 (2%)

0 (0%)

18 (13%)

Mental Health

5 (28%)

1 (13%)

6 (27%)

0 (0%)

6 (13%)

2 (50%)

31 (18%)
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5.62

The raw outcome figures across each of the six hubs have also been expressed as a proportion of the
total participants enrolled at these organisations. This is a more appropriate way of measuring
performance in a standardised manner and allows us to compare the hubs against one another.

5.63

The data shows that the Mansfield & Ashfield Cluster is the best performing hub across in terms of
these outcomes both in terms of the raw figures and the proportion of participants who achieve
results. The total number of outcomes achieved is 50, which includes 46 achieving a job outcome and
4 who have achieved an education or training outcome. The proportion of participants across the hub
who have achieved an outcome is 15.8%. This is compared to only 3.2% participants across the
Bassetlaw, Newark & Sherwood cluster.

5.64

The data analysis has been undertaken to identify the characteristics of participants achieving a
positive outcome. Of the 170 participants who achieve an outcome, 55% were men and 45% were
women. In total 59% of participants are men, so on a proportional basis more women than men are
achieving an outcome. The cluster with the most evenly balanced split of male and female participants
achieving results is Greater Nottingham, which has an exact 50:50 breakdown across the two
outcomes (relating to employment and education and training).

5.65

The cluster with the greatest gender imbalance is the Bassetlaw, Newark & Sherwood, with a split of
71% male to 29% female achieving outcomes. This is skewed by Inspire Class Standard support which
has 100% men achieving outcomes.

5.66

One of the greatest imbalances observed is the proportion of participants who achieved results in
terms of their economic status upon joining the programme. In total 92% of all outcomes achieved
relate to participants classified as unemployed on joining the programme. Whilst we have seen an
increase in the number of economically inactive participants in the latter stages of 2018, these simply
haven’t progressed through their support yet to where an outcome can be claimed. As is clear in Table
5.13 the proportion of participants who achieve a result is 92% Unemployed to 8% Economically
Inactive.

5.67

The cluster with the greatest imbalance is Bassetlaw, Newark & Sherwood in which all participants
who achieve a result are unemployed rather than economically inactive. The Amber Valley, Erewash,
Derbyshire Dales & High Peak cluster is delivering the most balanced support to with 17% of outcomes
relating to economically inactive participants.

5.68

A third (33%) of participants who have claimed a positive outcome across the programme have a
disability. Whilst this seems high, the context is that 48% of all participants on the programme have a
disability. Over the next six months the is a need to monitor closely progress against this.

5.69

In total 18 participants who achieved a result were considered to be ethnic minorities, representing
11% of all outcomes. The cluster which supported the greatest proportion of ethnic minority
participants into a positive outcome is Derby City and South Derbyshire at 26.9%. Overall, 28% of their
caseload were classified as ethnic minorities.
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5.70

Progress made in terms of job search outcomes has been much lower than expected at this stage of
delivery. However, the option of only claiming a single outcome has meant that operationally the
emphasis has been to work with participants for longer to attempt to secure an exit with a job
outcome. This is far more benefit to the participant, rather than prematurely exiting a person to
simply claim a specific outcome. This is an issue across the national BBO programme. NLCF are aware
of this issue and it has been raised with DWP. The option exists for job search to be reclassified as a
milestone rather than an outcome and further clarification is expected this year.
Progressing with Participant Exits

5.71

There is a need to accelerate the number of programme exits and therefore the number of positive
outcomes that can then be claimed. The Programme Management Team is supporting to Hubs/MicroHubs. There is scope for Job Brokers to take a more active part in progressing participants into a
positive exit into work.
Key Finding 49: The Programme Management Team has been encouraging Hubs/Micro-Hubs to
consider their caseload management. There is a need to ensure participants are exited at the
appropriate time to help balance caseload pressure and also to more accurately reflect the impact of
the programme in terms of outcomes.
Key Finding 50: The number of education and training outcomes achieved is well below profile target
due to the restriction of not being able to claim an outcome in relation to any training paid for by the
Towards Work Programme.
Key Finding 51: The number of job search outcomes achieved is well below profile target, in part due
to the preference to work with participants for longer to secure a job outcome.
Key Finding 52: A Towards Work Programme event was held February 2019 to share information on
the employability landscape and discuss emerging priorities, including progressing with a greater
number of exits. The Programme Management Team has reviewed caseload files and identified
outcomes which could be claimed but had not been to date.
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6.

COST BENEFIT ANALYSIS
Introduction

6.1

This section of the report describes the economic impact of Towards Work Programme on the D2N2
economy. The programme is a labour-supply project, working with participants that are out of work
and helping them find work. The outcomes are therefore achieved jobs and monetised benefits
associated with job outcomes.

6.2

There are several different types of economic impacts relating to employability projects, stemming
from employment outcomes. Some are more direct and tangible, such as reductions in benefit
payments, as well as added productivity for businesses. Other benefits can include improvements in
wellbeing and health that in turn reduce demand on health and social services budgets. In this section
we focus only on benefits payments and productivity. Our research during the latter part of 2019 will
focus on gathering wider data from participants to inform the ongoing development of the model.

6.3

We present each type of benefit in turn, showing the value to the local economy of the Towards Work
area. Whilst we can be confident that Towards Work has assisted 365 clients into work (based on our
survey of participants), the benefits for the local economy will be different. Therefore, we first discuss
gross jobs and related monetary values, before estimating the net impacts. The proper expression of
these benefits is to contextualise in terms of cost inputs, creating a Benefit Cost Ratio (BCR), so as to
compare the scale of economically additional value with the scale of resource input.
Method Adopted

6.4

The approach follows best practice guidance such as HM Treasury Green Book, HCA Additionality
Guide and BIS Additionality Guide. These guides provide useful advice, in terms of setting out method
and best practice, as well as outlining the process of taking gross impacts and recognising the
additionality factors to arrive at net impacts. In lay terms the process moves from considering the
programme itself, to a wider consideration of exploring how the project outputs causes change in the
local economy. These additionality factors include:
▪

Deadweight - would outcomes have occurred without the intervention?

▪

Displacement - is the host company expanding at the expense of a local competitor?

▪

Leakage - are the jobs local?

6.5

While these guides provide general approaches, economic impacts are most often framed as jobs
created (demand-side), rather than jobs filled (supply-side). The challenge is that filling a vacancy may
simply mean that replacement demand (no new job) is occurring, rather than an entirely new vacancy
being created. Where jobs are being filled because of replacement demand (the churn in the labour
market) no new jobs are being created, with no net economic benefits. However, some vacancies will
be entirely new jobs, or hard-to-fill vacancies and by recruiting to these posts, businesses should be
more productive.

6.6

Where possible we have drawn on primary data collected from participant interviews alongside
secondary proxies from trusted sources, including ONS and government additionality guidance
mentioned earlier.
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Estimating Tax-payer Savings
6.7

The main sources of tax-payer savings to be considered are Job Seekers Allowance (JSA), Housing Tax
Benefit and Council Tax Reductions. These tax-payer savings arise from a change of circumstance;
namely that clients have moved from unemployment to employment as a direct result of the support
received from Towards Work.

6.8

The ERS survey of participants found that 24% of participants had progressed into employment. This
is the equivalent of 365 Towards Work Programme to the end of December 2018.

6.9

Many benefits are paid at a higher threshold for people over 25, so different rates are applied for
different clients. Overall three quarters of clients were aged 25 or above. To be as accurate as possible
we apply these age-specific rates, so far as they are publicly available.

6.10

Throughout all the following analyses we do not know the personal circumstances of the participants
and the entitlements they may have in relation to higher levels of housing benefits, or premiums to
reflect greater financial commitments and higher personal expenditure. Our approach is to follow
Green Book advice and adopt conservative assumptions. These involve applying only basic rates of
JSA, rather than including some benefits premiums, as well applying average rates of housing benefits
and council tax rebates. As a result, our assessment is likely to underestimate the level of gross level
of benefits saved.

6.11

The final assumption is that the tenure of sustaining work is assumed to only last twelve months,
which may possibly be incorrect, either as an understatement or an overstatement. Further data
collected from participants in 2019 will inform the model further.
Job Seekers Allowance (JSA)

6.12

Table 6.1 shows an estimation of the Job Seekers Allowance saved, as a result of Towards Work clients
finding work.
Table 6.1: Current savings from change of circumstances, Job Seekers Allowance
Population of all Towards Work Participants
Age
Weekly JSA
Participants
Total saving
Total saving (£)
Group
award (£) no longer on No. of weeks
(£) weekly
annual
JSA
18-24
25 or over
TOTAL

57.9
73.1

88

4,576

264,950

1,404

1,052,932

18,980

1,317,883

52.0
277

Sources: Monitoring information from the Towards Work team. UK Government JSA Statistics, 2018 4

6.13

4

Total tax-payer savings from a reduction in JSA claimants is estimated to be £1,317,883 based on
age-specific rates of the minimum JSA level and sustaining jobs for one year.

UK Government (2019) Jobseeker's Allowance (JSA) [online]. Available from: < https://www.gov.uk/jobseekers-allowance/how-to-claim
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Housing Benefit and Council Tax Reductions
6.14

It is a reasonable assumption that if individuals have entered employment as a direct result of help
received by Towards Work then eligibility for both Housing Benefit and Council Tax5 will be affected
by an increase in income. The amount of benefit reduction, or indeed removal, will depend upon
personal circumstances and how much income levels have increased.

6.15

Our approach is again to make conservative assumptions. Rather than assume the whole housing
benefit would all be saved, we assume that only 25% would be saved. Tables 6.2 and 6.3 show the
rates for under 25 and over 25 respectively, presenting the full amount and levels of reductions for
25%, 50% and 75%. Rates of Housing Benefit are derived from the Housing Benefits Caseload Statistics
(May 2018).
Table 6.2: Under 25 Potential additional savings from change of circumstance, Housing Benefit
Population of all Towards Work Participants
Claimant
Fewer
Average Housing
No. of
Total saving (£)
Total saving (£)
change
Claimants
Benefit
weeks
weekly
annual
25% ↓
50% ↓
75% ↓

88

£114.41

52

100% ↓

2,517

130,885

5,034

261,770

7,751

392,655

10,068

523,540

Sources: Housing Benefit Caseload Statistics (May 2018) Average weekly award for clients under 25

6.16

Assuming an average 25% reduction in Housing Benefit there would be a saving of £2,517 per week
for the under 25 clients finding work. This would be equivalent to £130,885 annually.
Table 6.3: Over 25 Potential additional savings from change of circumstance, Housing Benefit
Population of all Towards Work Participants
Claimant
Fewer
Average Housing
No. of
Total saving (£)
Total saving (£)
change
Claimants
Benefit
weeks
weekly
annual
25% ↓
50% ↓
75% ↓
100% ↓

277

£97.42

52

6,746

350,809

13,493

701,619

20,239

1,052,428

26,985

1,403,238

Sources: Housing Benefit Caseload Statistics (May 2018) Average weekly award for clients over 25

6.17

Assuming an average 25% reduction in Housing Benefit there would be a saving of £6,746 per week
for the under 25 clients finding work. This would be equivalent to £350,809 annually.

5

To be considered for receipt of Housing Benefit you must pay rent, have low income or be claiming benefits, having savings below a certain
threshold, typically £16,000. You can apply if you’re employed or unemployed. To be considered for receipt of a Council Tax Reduction you must
have a low income or claim benefits and the amount received depends on location, circumstance (income, number of children, other benefits,
residential status), household income and who else (children and adults) who live in the same house. Only Council Tax reduction is in scope for this
assessment and not the whole amount of Council Tax.
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6.18

Our approach for Council Tax is very similar to Housing Benefits assuming that only 25% of the
reduction would be saved. Tables 6.4 presents the full amount and levels of reductions for 25%, 50%
and 75%. Rates of Council Tax reduction are derived from Local Council Tax Support 2015/16.
Calculations have been made for the Towards Work area, using data for constituent local authorities.
In relative terms, this element of tax saving is the smallest, at an average of only £744.69 per annum.
Table 6.4: Potential additional savings from change of circumstance, Council Tax Reduction
Population of all Towards Work Participants
Claimant
Average annual council
change
Fewer Claimants
tax support
Total saving (£) annual
25% ↓

67,953

50% ↓

135,906

75% ↓

365

£744.69

203,859

100% ↓

271,812

Sources: Local Council Tax Support 2015/16 specific to Towards Work area
6.19

Assuming an average 25% reduction in Housing Benefit there would be a saving of £67,953 per annum.
Total Tax-payer Savings

6.20

Table 6.5 presents the total tax-payer savings estimations that have accrued to Towards Work up to
December 2018. A total of 365 clients moved from unemployment to employment, 277 of whom
were over 25 and 88 who were under 25 years of age. The table shows JSA, Housing Benefit and
Council Tax savings.
Table 6.5: Total Tax-Payer Savings
Benefit / Credit

Savings (£)
18-24

JSA
25 or over

1,052,932

Housing Benefit, 25%↓

18-24

130,885

Housing Benefit, 25%↓

25 or over

350,809

Council Tax Reduction, 25%↓
Total Tax-Payer Savings (£)
6.21

264,950

67,953
1,867,530

Estimated total savings are over £1.6million up the end of 2018, with most of this value derived from
JSA. There may be additional premiums applied to these benefits so acknowledge that these
estimates are likely to underestimate gross tax saving impacts.
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Income-related Tax Payments
6.22

In addition to tax savings, Towards Work clients finding work are also generating tax while they are
employed. This section discusses salaries and related levels of Income Tax, Employees and Employers
National Insurance.

6.23

Our client survey asked three questions concerning the type of job, hours worked and salary. In some
instances, participants did not wish to disclose earnings and in those instances we used proxy values
for hourly rates from the Annual Survey of Hours and Earnings for the occupations they indicated.

6.24

These results showed a mixture of full-time and part-time working, sometimes as little as eight hours
per week. Earnings ranged between £3,000 and £19,500, with a mean of £11,100 and a median of
£12,000.

6.25

Since some of the jobs were only part-time and earned lower incomes, they were not required to pay
any taxes. One third of our sample was in such a position and a further 10% paid no income tax. Not
only are such a group not paying tax, they may still be eligible for out of work benefits and indeed
some in-work benefits, but we do not include these in our assessment in the previous section.

6.26

Table 6.7 shows average levels of tax payments. For each of the three types of tax the average
amounts are relatively low and come to a total of just over £1,200 on average. For the 365 clients
finding work, their estimated total tax payments amount to nearly £450,000.
Table 6.7: Estimated Tax payments for Towards Work clients finding work
Population of all Towards Work Participants
Annual Tax (£)
Clients into work
(average per client)
Total saving (£) annual
Income Tax
Employees NI
365

Employers NI
Total Tax Income

295.62

107,902

435.27

158,875

492.29

179,687

1223.19

446,464
Sources: ERS Participant Survey 2018/19; ASHE; UK Tax calculators

Productivity Gains for Businesses
6.27

While, taxes saved and taxes paid are an important consideration for HM Treasury, they only represent
one aspect of the benefits to the economy. The other main factor to be accounted for is an uplift in
total production, as employers not only recruit a new person, but also have greater output as a result.

6.28

We first make an assessment of this productivity gain in gross terms, before considering the wider
effects on the economy and estimating net impacts. In the next section we explore the implications
of recruiting to fill a post, versus creating new jobs and decide that hard-to-fill vacancies can represent
a gain to the economy, as a worker fills a job that would not otherwise be filled. The Employer Skills
Survey (ESS) consistently finds that there are a range of business impacts resulting from skills shortage
vacancies including increased workloads for other staff, loss of business to competitors, and delays
developing new products or services. Therefore, it may reasonably be argued that filling such
vacancies will improve levels of output.
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6.29

The level to which business improvements might be possible as a result of hiring new staff is not
possible to ascertain through primary data from Towards Work and instead we rely on proxy values.
Increases would be expected to be at least equal to the employment costs and the ratio of
employment costs to Gross Value Added (GVA) given by the Annual Business Survey is 1:1.95. Total
estimated employment costs for the 365 clients would be over £4.2 million, including Employers NI.
Assuming the national average held true for the Towards Work Area and the productivity of clients,
this might be expected to increase the value of GVA by £8.27million.
Net Outputs, Values and BCR

6.30

Having estimated the gross values in the sections relating to the scheme itself, we now need to make
further estimation of the effects on the local economy. We make two main adjustments, first
accounting for new additional jobs in the local labour market and second applying a series of measures
of additionality (deadweight, displacement and leakage) to arrive at our net estimation.
New Jobs Filled

6.31

Since Towards Work works as a labour supply project, helping people to find work, rather than a labour
demand project, creating new jobs, then economic effects may be limited. Many vacancies are simply
the result of replacement demand, filling a recently vacated post, as one person moves to a new job,
or when staff are dismissed, or backfilling when staff are absent (e.g. maternity cover). In all these
situations no new jobs are being created in the economy as a whole.

6.32

While some jobs are not new posts, new jobs are being created in the economy or employers are
finding jobs hard to fill. The latest Employer Skills Survey (ESS, 2017) estimated that there were over
one million vacancies in 2017. While new jobs are not recorded, the survey does report on vacancies
that are hard-to-fill. In 2017 one third of vacancies were hard to fill, often because there is an acute
shortage of skilled workers or insufficient labour supply.

6.33

The sectors with the highest skills shortages were construction, primary sectors and utilities, transport
and storage and manufacturing. Towards Work clients were securing jobs in those sectors with higher
skills shortages (machine operator, warehouse operator, labourer) as well as those with lower
shortages (retail, hospitality). Given that Towards Work Programme participants are filling a range of
jobs, including those most in demand, we are confident in being able to apply this average rate of 33%
to our estimation.

6.34

A further factor is the difference between workplace and resident jobs. The D2N2 labour market is
relatively self-contained, with 73.4% of local jobs filled by residents from the area6. This does mean
that 26.6% of local jobs are filled by residents from outside the area. In terms of the local economy,
any Towards Work job outcome that secures a job in the area that would otherwise be filled by a
resident from outside the area is additional. The total local jobs for the Towards Work D2N2 area are
therefore estimated as:
Total additional jobs = 365 x (26.6% + (73.4% x 33%)) = 185.6

6

WU03UK (2011) A census question asking about residents and their workplaces
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Estimating Additionality
6.35

Project additionality is estimated through our client survey. Results are encouraging, with most
clients indicating that they would not have found a job without the service and appreciating the value
of an enhanced employment support offer: “if I went to the job centre I would have stayed on welfare”.
Overall, project additionality was 70%.

6.36

Leakage for the whole Towards Work labour market is 28.1%, based on official ONS statistics, but the
assisted client group tend to work in less well-paid jobs which also tends to limit the distance travelled
to secure work. Our survey-based estimate of leakage was nil, with no jobs secured outside the
Towards Work area, but there may be some leakage our survey did not detect and we assume a very
low level of 5%.

6.37

As well as some of the factor displacement discussed in the New Jobs filled section, there will also be
a measure of product displacement where the productive output of a newly filled job, will displace
other local business activity. Since this relates to business activity our survey does not ask questions
concerning displacement and therefore we use a proxy of 21.5% taken from the sub regional estimate
of displacement in the BIS additionality paper (2009).

6.38

Since we are assuming that productivity is increasing in the newly assisted firms, it is also reasonable
to assume that their whole business is scaling-up, with increases in their purchases, which will cause
increases in income for other businesses in the Towards Work area. These indirect effects are
complemented by the spending of Towards Work clients finding work which also supports local
businesses as induced effects. This additional circulation of money within the local economy is known
as a multiplier and again we use the BIS Additionality Guide sub regional estimates to apply a multiplier
of 1.25 for the Towards Work area.
Net Additional Jobs

6.39

Table 6.8 brings together all the net effects discussed in earlier sections, showing first the gross
number of jobs, and then the effects that operate in the local economy to finally arrive at net impacts.
Table 6.8 Estimated Net Jobs Impacts
Gross project jobs reported

365

Sustained jobs

80%

Economically additional jobs across D2N2 area

51%

Project deadweight

30%

Product displacement

6.40

21.5%

Leakage

5%

Multiplier

1.25

Net additional jobs

97.2

Accounting for all the economic factors at work in the D2N2 area we estimate there to be 97.2 Net
economically additional jobs in the Towards Work area.
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Net Tax Position
6.41

Table 6.9 builds on the results from Table 6.8 reporting on the tax savings and tax payments associated
with Towards Work clients finding work. The table shows the gross position, creating more than
£2.3million in tax revenues and savings. However, a number of economic effects operate in the D2N2
area which mean that in net terms tax receipts are £616,000.
Table 6.9 Estimated Gross and Net tax savings and tax payments
Tax savings
Tax payments
Gross Tax

Total Tax

£1,867,530

£446,464

£2,313,994

Sustained jobs

80%

80%

80%

Economically additional jobs (TW area)

51%

51%

51%

Project deadweight

30%

30%

30%

21.5%

21.5%

21.5%

5%

5%

5%

1.25

1.25

1.25

£497,279

£118,883

£616,162

Product displacement
Leakage
Multiplier
Net additional tax
Net Productivity Gains
6.42

Table 6.10 builds on the results from Table 6.9 reporting on the productivity gains associated with
Towards Work clients finding work. The table shows the gross position, creating more than
£8.3 million in tax revenues and savings. However, a number of economic effects operate in the
Towards Work area which mean that in net terms tax receipts are £2.2 million.
Table 6.10 Estimated Gross and Net GVA
Gross Tax

£8,268,851

Sustained jobs

80%

Economically additional jobs in the D2N2 area

51%

Project deadweight

30%

Product displacement

21.5%

Leakage

5%

Multiplier
Net additional GVA

1.25
£2,201,801
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Benefit Cost Ratios (BCRs)
6.43

The analysis in this section reports on benefits in terms of tax savings and tax receipts, as well as the
benefits to company performance. Overall, the method follows closely the principle of conservative
impacts advocated in the Green Book and while initial starting values are those relating to programme
activity, secondary proxy values tend to be at the lower end. Some of our estimates may therefore be
underestimates. We have also not included other benefits, including other taxes such as VAT and
corporation tax, but at the same time not counted the persistence of some out-of-work benefits, nor
in-work benefits.

6.44

It is possible to create a Benefit Cost Ratio (BCR) in terms of tax savings and receipts, set against
programme expenditure to record the amount of tax generated as a result of every pound of Towards
Work Funding. The equation below sets out the Tax BCR finding that for every pound of Towards
Work funding there is an additional £0.15 in tax savings and receipts.
Tax BCR = Tax savings and revenue (£616,162) / Towards Work costs (£4,170,884) =0.15

6.45

It is also possible to create a Benefit Cost Ratio (BCR) for the wider economy, drawing in the
productivity gains to businesses. The equation below sets out the Societal BCR finding that for every
pound of Towards Work Programme funding there is an additional £0.68 in benefits.
Societal BCR = Tax savings and revenue (£616,162) + Productivity gains (£2,201,801)/ Towards Work
costs (£4,170,884) = 0.68
Key Finding 53: The net economic impact of the Towards Work Programme to date is £2,817,963.
Key Finding 54: The benefit cost ratio indicates that that for every pound of Towards Work Programme
funding there is an additional £0.68 in benefits. We expect the benefit to significantly increase over
time as more participants progress into employment i.e. only a quarter of targeted job outcomes have
been claimed to date.
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7.

THE STAKEHOLDER MANAGER ROLE
Introduction

7.1

7.2

In the original agreed business case, it was articulated that a number of Stakeholder Managers were
to be employed to work across the three D2N2 BBO strands. They were to engage, and work
collaboratively with, public, private and third sector stakeholders to:
▪

Promote effective operational and strategic links and sharing best practice;

▪

Ensure BBO provision complements and adds value to existing provision and avoids duplication;

▪

Provide a mechanism for practical cross-D2N2 coordination and intelligence to shape future
system development and coordination.

In November 2017 four Stakeholder Managers commenced in the role, each operating at an upper
tier local authority level (Derby City, Derbyshire County, Nottingham City and Nottinghamshire
County). In our evaluation report for 2017 we noted that whilst it was still early days in terms of
Stakeholder Manager activity (staff had only been on post a few months), the initial indications were
that the roles would add useful intelligence and opinion into how the Towards Work Programme, and
individual Hubs/Micro-Hubs, can improve their offer given the moving landscape of wider service
delivery across the D2N2 area.
Headline Activity

7.3

The Stakeholder Managers were to facilitate better relationships between different partners. To date
they have been involved in a diverse range of strategic activity. This has involved representation on a
number of groups and joint working with wider stakeholders across a number of areas. Key examples
include:
▪

Links have been established with Nottingham Strategic Housing Group to clarify the BBO offer and
referral routes, as employment support has a role in helping to sustain tenancies;

▪

East Midlands Network of Mental Health Providers to raise awareness of employment support via
BBO as a solution to mental health issues and also to identify signposting routes for BBO
participants;

▪

Derby City Council Priority Families Unit that engage people with multiple issues to identify
options for coordinated activity with BBO;

▪

Derbyshire County Council data sharing agreement established across the Troubled Families and
NEET support services. This is working well with referrals now being shared regularly via a secure
email arrangement;

▪

Public Health teams to make a stronger the links between health and employment;

▪

DWP Work and Health Group to identify referral routes into BBO, albeit not using Towards Work
programme as an alternative to this mainstream DWP provision;

▪

Adult Services, in Nottinghamshire and BBO, is now written into the care leaver offer across the
county;
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7.4

▪

Links established with Children’s Centre’s across localities, assisting in streamlining appointment
sessions with Work Coaches;

▪

Developed the PFA common branding to connect all three BBO strands. An initial newsletter has
been produced and circulated, and the website is under development. This should assist in raising
the BBO profile with wider stakeholders. Stakeholders Managers have also been able to
communicate programme activity with local authorities and have been important advocates on
behalf of the PFA in the lead up to key funding decisions;

▪

Developed a formal data sharing agreement and secure email system with Derbyshire Police. No
referrals had been received during 2018 but this is expected to improve;

▪

Nottinghamshire Troubled Families information sharing agreement is under development and
should this be agreed will have a benefit post-2019;

▪

Jobcentre Plus have received a referral guide, prepared by the Stakeholder Managers, for how to
refer to each BBO programme. This has also been utilised by the National Careers Service;

▪

Working with the Deaf Society to find a way to interpret presentations;

▪

Links to Wellness in Mind that acts as a signposting service for people to access mental health
support;

▪

Working with the Police and Crime Commissioner and CRCs to establish joint interviews with work
coaches, etc. Still in the planning stage but has the potential to unlock a stream of suitable
referrals;

▪

Development of the Care Leavers Conference in 2019 that is to inform future priorities for senior
local authority staff;

▪

Representation on the Nottingham Financial Inclusion Steering Group as there is a requirement to
include financial inclusion in a number of cross-cutting strategies;

▪

Assisted in establishing a link between the Nottingham City Adult & Social Care Department and
Opportunity & Change. This has led to a single assessment being undertaken at the outset and the
appropriate support provided by either BBO or local authority without the need for a second
assessment;

▪

Ensured BBO is listed on the Derby City Family Information Service directory of services;

▪

Continued to distribute briefing documents and presentations to a variety of different
stakeholders and audiences; and

▪

Links have already been made between Stakeholder Managers and Ambassadors, who have
assisted at a number of events covering care leavers, etc.

Action has been taken to encourage more employers to offer opportunities to participants, linked to
the D2N2 priority of inclusive recruitment. A Stakeholder Manager has established and now chairs a
D2N2 wide steering group, aimed at encouraging employers to recruit more inclusively from more
vulnerable cohorts. Key stakeholders including DWP, local authorities, colleges and universities, BBO
programme representatives, D2N2, the Growth Hub, East Midlands Chamber, BITC and The Prince’s
Trust have contributed to a programme for a D2N2 event. This is collaborative event and a collective
effort coordinated by the Stakeholder Managers, highlighting the benefit of their role in the BBO
Programme.
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7.5

It is evident that the work undertaken has been considerable and valuable, albeit many of the
initiatives have taken time to develop, often due to issues beyond the control of the Stakeholder
Managers. The fact that the Stakeholder Managers were not employed earlier in the programme has
not helped. Ideally, they should have been in place at the outset of delivery. The delay was as a result
of local authorities not being in a position to recruit their Stakeholder Manager directly, leading to a
protracted procurement process that led to the appointment of East Midlands Chamber of Commerce
as the host organisation.

7.6

The good news is that an extended programme will be able to benefit from initiatives that are only
now generating opportunities to improve delivery on the frontline.
Key Finding 55: It would have been advantageous for Stakeholder Managers to have been in post
much earlier. Strategic projects would then have been active earlier, allowing more time for
Hubs/Micro-Hubs to benefit. Looking forward, it is important that the role is continued in some
capacity as part of an extended programme to ensure momentum is maintained.
Key Finding 56: The expectation is that the Towards Work Programme will benefit in future years from
the work undertaken by Stakeholder Managers between 2017 and 2019.
Supporting Hubs and Micro-Hubs

7.7

It is evident that the Stakeholder Managers hold a wealth of knowledge and some valuable
connections that should have assisted Hubs/Micro-Hubs deliver their role better. Whilst the above
bullet points provide value to the whole system of increasing knowledge, establishing useful linkages
and new processes; the direct impact on helping Hubs/Micro-Hubs deliver their more immediate
priorities i.e. attracting new referrals, has been limited.

7.8

In many clusters the activity of the Stakeholder Manager has been far removed from the day to day
challenges of managing a Hub and supporting a Micro-Hub. Strategic discussions in County Hall or
City Hall or Town Hall seemingly had little relevance to Hub Coordinators managing an underresourced team, behind on programme starts and with an impending audit (for example). A number
of Hub Coordinators actually regard the Stakeholder Managers as a barrier to delivery, with requests
for information and meetings with staff providing an unnecessary distraction to the day to day delivery
of working with participants and processing the paperwork.

7.9

To some extent, this is not entirely the fault of Stakeholder Managers. The opportunity existed for
Hub Coordinators in particular to articulate to Stakeholder Managers at the outset what support
would assist them to deliver their role. This simply hasn’t happened to the extent needed.
Key Finding 57: Given the requirement to boost the number of referrals of economically inactive
people there is value from this point forward in Stakeholder Managers working more closely with
Hubs/Micro-Hubs to identify, approach and engage with external partners.

7.10

There have been some positive interactions on the frontline. During 2018 there have been examples
of this being delivered. For example, Double Impact in Nottingham has increased the number of
referrals due to Stakeholder Manager introductions to Nottingham Recovery Centre and the
Community Rehabilitation Company.
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7.11

We also know that some Hubs remain particularly well connected to local partners (as potential
referrers), and therefore the scope for Stakeholder Managers to add value in this area has been more
limited. We heard examples of Hub staff and Stakeholder Managers having approached the same
organisations to each discuss the programme, a clear duplication of effort.

7.12

The strategic work of Stakeholder Managers doesn’t always align with what will work operationally to
feed the participant pipeline at clusters. For example, a childminding opportunity was developed and
whilst this was initially well received, some participants chose not to progress. Spaces could not be
automatically filled as other participants cannot be slotted into a paid course in childminding if this
wasn’t included in their action plan, making the initiative overly expensive.

7.13

We also heard from a number of Stakeholder Managers who had identified opportunities that were
then not progressed by Hubs. Whilst we know of a number of Hub Coordinators that have a positive
working relationship with their Stakeholder Manager, others do not. This is a missed opportunity.
There is a need to ‘press the reset button’ by sitting down and considering how Stakeholder Managers
can best support Hubs/Micro-Hubs for the next 12 months and beyond.

7.14

To some extent Stakeholder Managers are advocates of the Towards Work Programme. However,
earlier in the programme we understand that on occasions Stakeholder Managers were mindful of
over-promising what can be delivered via Towards Work in their interactions with potential referral
organisations. In short, they did not trust certain under-performing providers to deliver what should
be delivered, and this influenced how Stakeholder Managers sell the offer. This situation has now
improved.
Beneficiaries of Stakeholder Manager Activity

7.15

Stakeholder Managers fill an important role in local authority structures. The attrition of senior public
sector staff twinned with the cessation of other structures to coordinate services, etc. through local
strategic partnerships has left a gap and this space is being filled by Stakeholder Managers.

7.16

Whilst not universal across each Stakeholder Manager, there is a perception that the role is equally, if
not more in some areas, responsive to the needs of local authorities rather than the PFA, the Towards
Work Programme or each Hub/Micro Hub. The longer-term aim of some of the activity means that it
was unlikely that the outcomes of such activity were ever going to assist frontline staff with opening
referral avenues, etc.
Key Finding 58: The benefit of the Stakeholder Manager role extends beyond the Towards Work
Programme and wider BBO workstreams. All local authorities should benefit from their role in seeing
and actioning opportunities to improve delivery across a number of service areas.
Defining the Priorities

7.17

For the first year of operations the Stakeholder Managers operated without any sort of action plan.
This would have assisted at the outset as a tool for determining priorities. The Programme
Management Team at Groundwork Greater Nottingham reviewed this. Whilst some Hub Coordinators
were actively involved in this process, others were less active.
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7.18

Each Stakeholder Manager now has an action plan that provides clarity of focus and assists in better
communicating activity undertaken and planned. In late 2018 this was supplemented by an action
plan for each cluster, adding further detail on local activity. This more formalised arrangement has
been beneficial. The action plans are structured around a number of priority objectives, with two each
provided by each BBO programme. The Towards Work Programme’s emphasis is upon establishing
referral pathways for economically inactive people; and making links to job progression opportunities
and training provision available. Stakeholder Managers also report to their host local authority, that
have also set a number of separate objectives.

7.19

In the early stages of delivery, it was evident that Stakeholder Managers were each focussing upon
distinct priorities across their patch. To a greater or lesser extent this was linked to their own areas of
expertise and appreciation of what should and could be achieved, alongside the immediate demands
of their local authority lead. The danger to this approach is that four Stakeholder Managers set off in
different directions and good practice isn’t replicated elsewhere. Our most recent research has
identified that information sharing between Stakeholder Managers is increasingly coordinated with
ideas implemented in one area being undertaken elsewhere. Some new initiatives e.g. police data
sharing agreement introduced in Derbyshire will be reviewed fully before they are given consideration
in other areas. The potential exists for greater learning and resultant benefits.

7.20

Stakeholder Managers need to better articulate what their success has been to Towards Work
Programme staff. Their first e-newsletter produced in January 2019 should assist in increasing
awareness. There is also scope for a more detailed report to be prepared for each quarterly Board
Meeting that summarises progress made on each action plan. During the latter months of 2018 the
Stakeholder Managers recruited an administrative officer to assist with preparing an e-newsletter and
the website for the BBOs in D2N2, the People First Alliance promotes the three BBO strands.

7.21

There is a role for Stakeholder Managers in identifying new employers in an area and then gathering
intelligence on their staffing needs. Stakeholder Managers potentially have a role in then linking the
relevant Job Broker to particular employers.
Key Finding 59: There is a need for Stakeholder Managers to work more collaboratively with Job
Brokers to improve the offer for participants.

7.22

There is a need to better define what the relationship is with Hub Coordinators and Stakeholder
Managers. Whilst there is considerable evidence that the role has delivered against ensuring BBO
provision complements and adds value to existing provision and avoids duplication, it is important
that:
▪

Hub Coordinators have the time and space to consider what they really need from Stakeholder
Managers to help them do their job better;

▪

Hub Coordinators are able to articulate this to Stakeholder Managers and ensure this is
understood;

▪

Increased effort is made to develop more productive relationships based on an understanding of
each role and immediate pressures faced; and
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▪

Stakeholder Managers report directly to Hub Coordinators on the progress they are making across
the cluster area, and in particular upon the priorities previously highlighted by Hub Coordinators.

Key Finding 60: If the Stakeholder Manager role is to continue then they have to focus more closely
on the needs of Hub Coordinators. There is scope for Hub Coordinators to meet, along with the
Programme Management Team to determine the scope of Stakeholder Manager activity from this
point forward.
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8.

KEY FINDINGS
Key Finding 1: The rationale for the Towards Work Programme and the priority groups to be supported
remain entirely relevant.
Key Finding 2: The approach to designing delivery around six geographical clusters with a lead Hub
across each was sound and remains a firm basis upon which to proceed for any future BBO service.
Key Finding 3: The Performance Improvement Plan provided a firm steer to inform clear improvement
to programme delivery during 2018.
Key Finding 4: The Towards Work Programme is well managed by Groundwork Greater Nottingham.
Consideration should be given to working more closely with Opportunity & Change and Money Sorted
during 2019.
Key Finding 5: There is considerable evidence, cited earlier in this report, of the Work Coaches
delivering a flexible service that has enabled participants to shape the direction of their journey.
Key Finding 6: The action of five Ambassadors made a valuable contribution to the programme
through supporting events, assisting Work Coaches with direct delivery at job clubs, etc. and adding
value to the evaluation process by engaging with participants has been important.
Key Finding 7: The Ambassador programme will end in 2019, well in advance of the proposed
extension of delivery activity and thought needs to be given as to the future role of Ambassadors from
summer 2019 onwards.
Key Finding 8: The Towards Work Programme has robust plan in place to ensure that cross-cutting
themes are embedded in day to day delivery across the D2N2 area.
Key Finding 9: The Programme Management Team has taken a pragmatic approach to redefining
partner involvement to ensure that BBO funding is administered in an effective and efficient manner.
Key Finding 10: Considerable effort has been made by the Programme Management Team to make
the process as straightforward as possible and to support Hubs/Micro-Hubs with validation. However,
reducing the bureaucratic burden is simply not an option given the requirements set by NLCF.
Key Finding 11: The more recent streamlining of evidence required to validate economically inactive
people has been welcomed by frontline delivery staff and during the latter part of the 2018 there was
evidence of an acceleration of economically inactive participants on the programme.
Key Finding 12: At the January 2019 Board Meeting a decision was taken that 75% of all future
validations should be economically inactive people, and such a move should lead a more balanced
programme. Even with this strategic move the specific target in relation to the number of
economically inactive people supported over the lifetime of the project will be testing to achieve.
Key Finding 13: A number of delivery partners would benefit from increased senior management
attention to support frontline delivery. In any future programme consideration could be given to this,
with a condition being that output and outcomes would be met before payment is made.
Key Finding 14: The Work Coach role is entirely appropriate and delivering from many participants, as
evidenced from interviewing many participants on a one to one basis.
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Key Finding 15: Consideration needs to be given to involving all Work Coaches in a ‘cluster team’ to
develop the sharing of ideas and build resilience of staff.
Key Finding 16: The role of the Hub Coordinator has been delivered variably across clusters. We also
know of some Micro-Hubs what have been reluctant to accept any offer of support from Hub
Coordinators. Looking forward, there is a need to deliver a more consistent approach.
Key Finding 17: Employer engagement through the Job Broker is regarded as important in re-engaging
participants with the labour market. Some Hubs are more effective at this than others, and it is
important that each Hub Coordinator is able to ensure this activity is delivered across their cluster.
Key Finding 18: The effectiveness of the Job Broker role has varied across clusters. Delivery has been
affected by the wider capacity demands within Hubs. There is a need to consider the future role of
the Job Broker in any future/extended BBO activity.
Key Finding 19: There has been a regular need for delivery staff to make connections with potential
referral bodies. The ability to do this has varied considerably across delivery organisations, with some
able to articulate new links clearly whilst others have made only limited progress in this regard.
Key Finding 20: There is a need to continue developing new case studies to showcase the offer to
attract new referral bodies and participants.
Key Finding 21: The majority of participants required support with searching for jobs (65%), helping to
complete application forms and CV’s (63%) and career advice (61%). Very few required support with
childcare (4%) or language skills (1%), which may reflect the lower numbers of women and BAME
individuals accessing the programme.
Key Finding 22: The majority of participants (94%) indicated that the support had an impact on their
understanding of employment opportunities available.
Key Finding 23: The majority of participants (90%) indicated that the support had an impact on their
understanding of learning opportunities that are available.
Key Finding 24: The majority of participants (94%) indicated that the support had an impact on
improving their confidence to look for new training and work opportunities.
Key Finding 25: The majority of participants (95%) indicated that the support had an impact helping
them to understand the skills required for the job roles that were looking for.
Key Finding 26: As a result of the support received from the Towards Work Programme, a number of
participants have either progressed into employment or moved further towards the labour market.
In total 24% had moved into employment, 58% had completed a training course and 26% had
completed a qualification.
Key Finding 27: 80% of all participants who progressed into employment found the support received
from the Towards Work Programme ‘very useful’, indicating that without the intervention the
individuals would have been less successful in securing employment.
Key Finding 28: Participants that had moved into employment stated that support with job searching,
help with job applications and improved confidence were the most important factors in them gaining
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a new position. The scope of the Towards Work Programme offer reflects the needs of those that
require the support.
Key Finding 29: The Towards Work programme is having a positive impact on people’s skills and
qualifications levels, which in turn is making them more employable. It also paints a picture of the
true impact of the programme, over and above what can be claimed through formal reporting
evidence.
Key Finding 30: 83% of participants who were not yet in work indicated that the support had a made
a positive impact on them moving closer to getting a job.
Key Finding 31: The majority of participants not yet in work were looking to add to their skills in some
way, either through training, qualifications or volunteer work.
Key Finding 32: Almost half of the participants (49%) not yet in work were hoping to move into
employment in the next three months. This a positive finding, demonstrating that a significant number
of participants feel motivated and confident to find a job.
Key Finding 33: 10% of participants would like to start a volunteering role. This is relatively encouraging
and highlights the desire of the participants to try new things in order to gain confidence and
experience.
Key Finding 34: A number of participants highlighted that they hoped to enter employment but felt
that existing barriers, such as their convictions or health conditions, were preventing them from doing
so. There remains a role for Work Coaches to build confidence and seek opportunities that remove
such barriers.
Key Finding 35: 62% of participants agree or strongly agree that they now feel that a range of different
career options are open to them.
Key Finding 36: 85% of participants agree or strongly agree that they are now better able to bounce
back after disappointment.
Key Finding 37: 86% of participants agree or strongly agree that they are now more confident in having
a go at new things.
Key Finding 38: Generally, the profile of participants for each of the cluster areas fits with that of the
programme as a whole, with more men than women enrolled, a low percentage of economically
inactive participants, low rates of ethnic minorities and high rates of people stating that they have a
disability.
Key Finding 39: Bolsover, Chesterfield and NE Derbyshire Cluster; Derby City Cluster and the Mansfield
and Ashfield Cluster, have a higher percentage of female participants than the other hub areas.
Key Finding 40: The amount of economically inactive participants across the programme is low with
Bolsover, Chesterfield and NE Derbyshire Cluster performing poorly in this area with only 7% of
participants. Inspire Learning and High Peak Food Bank have been more successful in attracting
economically inactive people to the programme (26% and 25%). The rationale to place more emphasis
in this area going forward is sound and should help to reach output targets.
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Key Finding 41: Bassetlaw, Newark and Sherwood cluster have a high proportion of disabled
participants (70%) which is reflected by the inclusion of a Health Specialist within this cluster. This
approach is positive and the benefits are evident. However, disability rates are higher than anticipated
across the programme.
Key Finding 42: Both of the city clusters (Nottingham and Derby) have a higher percentage of ethnic
minority participants (28% each). Whilst this reflects the demographic profile of the city/inner city
population, it also highlights the work done in these areas to reach out to BAME communities to make
them aware of the benefits of Towards Work.
Key Finding 43: Bassetlaw, Newark and Sherwood alongside Derby City and South Derbyshire have
supported the largest proportion of participants with mental health issues validated (45% and 42%
respectively).
Key Finding 44: Amber Valley, Erewash, Derbyshire Dales and High Peak Cluster and Nottingham City
Cluster have been the most successful in attracting ex-offenders to the programme (15% and 18%).
Babington and Double Impact Nottingham have validated the most participants who are ex-offenders.
Key Finding 45: It is evident that although the profile is reasonably consistent across the programme,
there are clusters that are performing better in some areas. This provides an opportunity for shared
learning and best practice whereby those who are performing well, or who have created relationships
within new referral partners could share their approaches with other members of the consortium.
Key Finding 46: The Programme Management Team has been encouraging Hubs/Micro-Hubs to
consider their caseload management. There is a need to ensure participants are exited at the
appropriate time to help balance caseload pressure and also to more accurately reflect the impact of
the programme in terms of outcomes.
Key Finding 47: A Towards Work Programme event was held February 2019 to share information on
the employability landscape and discuss emerging priorities, including progressing with a greater
number of exits. The team has reviewed caseload files and identified outcomes which could be
claimed but had not been to date.
Key Finding 48: The benefit cost ratio indicates that that for every pound of Towards Work Programme
funding there is an additional £0.68 in benefits. We expect the benefit to increase over time as more
participants progress into employment.
Key Finding 49: It would have been advantageous for Stakeholder Managers to have been in post
much earlier. Strategic projects would then have been active earlier, allowing more time for
Hubs/Micro-Hubs to benefit. Looking forward, it is important that the role is continued in some
capacity as part of an extended programme to ensure momentum is maintained.
Key Finding 50: The expectation is that the Towards Work Programme will benefit in future years from
the work undertaken by Stakeholder Managers between 2017 and 2019.
Key Finding 51: Given the requirement to boost the number of referrals of economically inactive
people there is value from this point forward in Stakeholder Managers working more closely with
Hubs/Micro-Hubs to identify, approach and engage with external partners.
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Key Finding 52: The benefit of the Stakeholder Manager role extends beyond the Towards Work
Programme and wider BBO workstreams. All local authorities should benefit from their role in seeing
and actioning opportunities to improve delivery across a number of service areas.
Key Finding 53: There is a need for Stakeholder Managers to work more collaboratively with Job
Brokers to improve the offer for participants.
Key Finding 54: If the Stakeholder Manager role is to continue then they have to focus more closely
on the needs of Hub Coordinators. There is scope for Hub Coordinators to meet, along with the
Programme Management Team to determine the scope of Stakeholder Manager activity from this
point forward.
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