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EXECUTIVE SUMMARY
Introduction
E1.

In January 2017 ERS was commissioned to lead the evaluation of the three-year Towards Work
Programme that is funded via the national Building Better Opportunities (BBO) Programme and
delivered across the D2N2 area by Groundwork Greater Nottingham. 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).

E2.

This third annual report provides an evidence-based picture of progress made during the 2019
calendar year, includes preliminary evidence covering the cost benefit analysis. 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 Micro-Hubs and Stakeholder
Managers alongside a review of monitoring information and quarterly review documents for each Hub
area. We interviewed 93 participants.
Programme Approach

E3.

The Towards Work Programme is well managed by Groundwork Greater Nottingham. During 2019
there has been a considerable acceleration of delivery, with the majority of outputs, results and
outcome targets either achieved or likely to be at project end. The Programme Management Team
should take credit for redefining partner involvement to ensure that BBO funding is administered in
an effective and efficient manner.

E4.

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.

E5.

The rationale for the Towards Work Programme and the priority groups to be supported remain
entirely relevant. There has been a significant increase in the number of economically inactive
participants accessing support in 2019, a key of management and delivery.

E6.

Frontline delivery by Hub Coordinators, Work Coaches and Job Brokers has underpinned delivery.
There remains a need for greater consistency of approach in how the role is delivered, to ensure that
high standards are achieved and participants receive the best possible service. A number of delivery
partners would benefit from increased senior management attention from within their organisation
to better support frontline delivery.

E7.

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. There remains a need for improved communication
between Stakeholder Managers and Hub Coordinators to ensure that all activity is adding value to the
delivery of outcomes and results for participants.

E8.

During the early months of 2019 the four part-time 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. Looking forward into 2020
there is a case for continuing participant involvement in shaping programme activity.
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Progress Made Against Targets
E9.

During 2019 progress made across most output indicators was impressive. At 31st December 2019 a
total of 2,516 people had been supported, 76% of the expected lifetime total. Targets in relation to
the number of participants with disabilities and those with self-declared mental health problems have
already been achieved. It is expected that during 2020 the lifetime target for the number of people
supported aged 50+ years will be achieved.

E10.

Throughout 2019 there was greater focus on targeting economically inactive participants due to the
need to boost validations from this cohort. Validations for this cohort continued to increase, the figure
of 34%, compared to 66% of unemployed status represents a significant increase on the levels
recorded both at the same period last year (13%) and the end of December 2017 (8%). This highlights
that efforts to target economically inactive participants has been successful.

E11.

The Towards Programme is on target to achieve lifetime results targets. By 31 st December 2019 the
profile target for the number of participants moving into education or training on leaving has been
achieved. The 31st December target for the overall number, and the number of unemployed
participants, moved into employment, including self-employment has been achieved.

E12.

Formal monitoring of employment results undervalues the real impact of how many participants have
moved into work. On the basis of our survey of participants we estimate that the programme has
supported 621 participants into employment.

E13.

The total tax-payer savings that have accrued to Towards Work, up to December 2019, are estimated
to be almost £3.2m, with most of this value derived from reductions in Universal Credit claims. For
those participants finding work, their estimated total tax payments amount to almost £1.1m per
annum.

E14.

The total estimated employment costs for the 621 participants is in excess of £8.1m, including
Employers NI. Assuming the national average held true, this could be expected to increase the value
of GVA by over £15.9m. However, a number of economic effects operate in the D2N2 area which mean
that the additional net benefit generated is £4.2m GVA.

E15.

We estimate the wider economic impact generated from wider societal benefits will be in the region
of £3m to £4m by December 2019. As the programme moves into the extension stage there is a need
for delivery staff to record data to inform a bespoke model to inform the final evaluation.
Impact on Participants

E16.

At the outset of support half of all participants recognised they needed support to build their
confidence. Over nine in ten (91%) stated that the programme had made a difference to their
confidence to look for training and employment opportunities. The support has clearly boosted the
level of confidence of participants to look for training and employment opportunities.

E17.

Work Coaches offer tailored support that really helps people to move forward. Support from Towards
Work helped participants feel less isolated and motivated to make positive changes. 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.
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E18.

Almost nine in ten participants (89%) now had a better understanding of the employment
opportunities available to them. This shows that the Work Coaches are really helping participants to
understand the different types of job roles that could be appropriate for each individual and
suggesting roles that people may not have previously considered. Eight in ten participants (80%) had
a better understanding of the learning opportunities that are available to them following support from
Towards Work.

E19.

As a result of the support received from the Towards Work Programme almost a quarter of
participants (24%) had moved into employment. This is impressive, reflecting the true impact of the
programme, over and above that claimed with the formal evidence required as part of outcome
reporting.

E20.

Two thirds of participants (67%) agreed that they now felt that a range of career options were now
open to them. This shows that although some of the participants may not have yet found employment,
they are more aware of the opportunities. Over six in ten participants (62%) who have yet to find
work expect to do so in the next six months.

E21.

The Towards Work Programme has supported the personal development of participants. Over eight
in ten participants (83%) felt that they were better able to bounce back after disappointment. In
addition, 87% further stated they were feeling more confident to have a go at new things and 82%
feel more optimistic about the future. This shows that in addition to supporting participants to
progress into job and training outcomes, the programme is also providing participants with the
appropriate tools to improve confidence and resilience.

E22.

Mental health problems are prevalent amongst the participants upon joining the programme, but the
support offered helps them to better understand and manage those conditions as well as offering
assistance to alleviate some of the underlying issues that cause mental health problems, such as
housing issues, debt worries, drug and alcohol problems and a lack of opportunities.

E23.

Included below are some quotes which outline participant’s experience of the support from the
programme and their Work Coaches:
“You get support and encouragement from them, they bring out and highlight strengths that I have in
myself. They gave me self-respect and belief that I could progress into what I needed to be. She guided
me into where I needed to be. I cannot tell you how much difference it has made to me and my life.”
“Building my confidence back up so I can be around people. She has been amazing. Having a heart
attack and stroke plays on my mind and she knows my situation. She’s going to put me on a confidence
course, and putting me on a maths and English course to improve my writing. My writing has gone out
the window. Building confidence really before anything else. Before couldn’t be in the room with 5
people.”
“We just talk. She understands human beings. She sees you as a person, a complete person. We talk
through my situation and what has happened, and how we can make that better. It’s a two-way
conversation. She signposts and prods me to encourage me.”
“He has taught me how to sell myself better on application forms. I wasn’t putting enough in forms so
unsuccessful in getting interviews. I am better at selling myself in application forms now”
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1.

PROGRAMME CONTEXT AND EVALUATION BACKGROUND
Introduction

1.1

In January 2017 ERS was commissioned to lead the evaluation of the three-year Towards Work
Programme that is funded via the national Building Better Opportunities (BBO) Programme and
delivered across the D2N2 area by Groundwork Greater Nottingham.

1.2

BBO 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.

1.3

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. 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).
About this Report

1.4

This third annual report aims to provide an evidence-based picture of progress made during the 2019
calendar year. 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.

1.5

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.

1.6

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

1.7

This report has been informed by a number of primary and secondary methods of data, including one
to one interviews with staff from Groundwork Greater Nottingham, Hubs and Micro-Hubs, strategic
managers from delivery organisations and Stakeholder Managers, alongside a review of monitoring
information and quarterly review reports.

1.8

We have engaged and interviewed 93 participants from across the 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 DELIVERY MODEL
The People First Alliance

2.1

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
in D2N2) and Groundwork Greater Nottingham is leading on the Towards Work Programme.
Programme Structure

2.2

During 2019 service delivery remained structured around six Hubs with a number of Micro-Hubs
operating within these Hub ‘cluster’ areas. In order to be included as a delivery partner on the
Towards Work Programme each partner had to demonstrate: an in-depth 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, to the required standard, and to the
required volume of participants.

2.3

Since the commencement of activity in 2016 there has been a gradual reduction in the number of
delivery partners, from 25 to 11. Our previous annual evaluation reports covered the challenges of
delivery, especially for smaller voluntary sector providers. This is not to say that larger organisations
have not struggled at times to deliver upon original expectations. Those remaining partners are
typically the better performing partners, although a number have still struggled to meet agreed output
and results targets.
Key Finding 1: Overall, the network of delivery partners is stronger at the end of 2019 than earlier in
the programme. That is not to say that each partner is delivering effectively, so the programme should
continue to evolve in terms of the specific partners involved and their role.

2.4

In the majority of instances, the cessation of partner activity has been managed by shifting caseloads
to alternative providers. In 2019 Groundwork Greater Nottingham established an internal delivery
team to manage the caseloads of both Babington and Inspire Culture following their decision not to
continue during the extension period.
Key Finding 2: 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.
Programme Management

2.5

The Programme Management Team has maintained a firm approach to understanding and
communicating progress towards contracted outputs, results and outcomes, and been effective in
continually monitoring quality of provision.
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2.6

For example, each Hub/Micro-hub accessed ‘reset training’ in early 2019 covering initial assessments,
action planning and progress monitoring with a view of improving outcomes and results. This was in
direct response to the indifferent quality of initial participant assessments, potentially resulting in
participants accessing the programme whom were not necessarily the most suitable for Towards
Work, and therefore less likely to achieve an outcome/result. A revised needs assessment process
was introduced and staff training provided.

2.7

The Programme Management Team also identified action plans were not being used by all Work
Coaches as tools to drive the participant journey. Again, additional training was provided. A new
system was also implemented to ensure Hub Coordinators regularly reviewed active files and provided
feedback/corrective actions where necessary.
Key Finding 3: The Programme Management Team have worked diligently to support Hubs/MicroHubs and remain well respected across partners. Open and honest communication is a particular
strength, reinforcing the shared ‘partnership’ approach rather than a strict commissioner and provider
arrangement.

2.8

The greater than expected administrative demand has had repercussions beyond the Hub and MicroHub delivery teams. No resource was made available through the programme for wider internal
management support to ensure activity was on track. Whilst some organisations allocated internal
management capacity to support this, many others didn’t. There was a feeling that Towards Work
Programme delivery was an inconvenience, and as a consequence delivery staff felt isolated within
their organisation.
Key Finding 4: It is a positive move that from early 2020 additional resource has been allocated to fund
internal management capacity at each delivery partner. The expectation is that this will drive up
quality and ensure targets are achieved.
Programme Extension

2.9

It was agreed in 2019 that the Towards Work Programme would continue to be resourced to 2022.
This enables local people to continue to be well supported as the managing body, remaining delivery
partners and Stakeholder Managers are well prepared to hit the ground running during the latter part
of 2019 and into the 2020.

2.10

The process for agreeing the extension was protracted, going beyond the preliminary indications of
dates when this would be formalised. Early 2019 was therefore a period of uncertainty of those
involved in managing and directly delivering the programme. There was a present risk at that time
that staff would react to the uncertainty by seeking new employment with a longer guaranteed
contract. However, many staff remained in post and continue to deliver.

2.11

The planned change for 2020 of the Hub Coordinator’s being employed directly by Groundwork
Greater Nottingham will ease the burden on the audit/compliance team and ensure issues can be
identified and addressed sooner. Also, introducing paid management will ensure Hub Coordinators
are able to focus more predominantly on outputs and quality rather than directly line managing staff.
This should also ensure that Micro-hubs receive more support.
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2.12

The overall programme expenditure incurred at 31st December 2019 was £6,673,193. At this point
the programme was behind profile to the tune of circa £1,186,314. However, as the programme
progressed into the extension period there is no cause for concern regarding expenditure, as there is
a clear plan for how this will be utilised.
Key Finding 5: Groundwork Greater Nottingham, Stakeholder Managers and individual delivery
partners have learnt much from delivering on the patch since early 2016. Systems and processes are
now established and during 2019 there were further improvements i.e. to the participant validation
process.
Suitability of the Participant Cohort

2.13

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.

2.14

The Programme Management Team monitor closely the needs of participants accepted onto the
programme. People with more complex needs should be supported by alternative BBO provision –
Opportunity & Change. The programme should not be supporting those only a short, easy step from
employment as mainstream DWP provision via Jobcentre Plus exists for this.
Key Finding 6: There is a perception in some quarters that some participants currently on the
programme should have been enrolled on Opportunity & Change. On the basis of our one-to-one
interviews with participants surveys there is limited evidence that this is the case. However, internal
caseload assessment by the Programme Management Team has identified instances when particular
delivery partners have validated participants who had significant challenges and should have been
supported by Opportunity & Change.

2.15

At the commencement of 2019 only one in eight of all participants validated were economically
inactive. From the outset of 2019 there was a need for many Hubs/Micro-Hubs to identify and build
relationships with a wider number of potential referrals bodies. This has been a recurring issue
mentioned in previous annual evaluation reports. At the January 2019 Board Meeting it was agreed
that 75% of all future validations should be economically inactive.

2.16

It is evident from programme reporting that the number of participants identified as economically
inactive has increased significantly. The continued rollout of Universal Credit has made it increasingly
difficult to identify with any degree of certainty which claimants are on employment-related benefits
and which aren’t. The approach taken has been to allow participants themselves to self-define as
either economically inactive or as unemployed.

2.17

The expectation is that 1,656 economically inactive people will be supported over the lifetime of the
programme. At 31st December 2019 just over half of this target was achieved.
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Key Finding 7: The Programme Management Team has successfully increased the proportion of
economically inactive participants accessing support during 2019, essential to meeting a key
contracted target.
Cross-Cutting Themes
2.18

From the outset of delivery the Programme Management Team identified the need to focus upon the
cross-cutting themes. A comprehensive training programme has been established and delivered to
ensure that Hubs/Micro-Hubs are equipped to deliver. The Equalities Sub-Group of the Partnership
Board was established in 2017 to review the performance and action plan and continues to meet on
a quarterly basis. There is also evidence of specific activity aimed at supporting under-represented
groups.
Key Finding 8: On the basis of our experience evaluating a dozen other BBO programmes across the
country, the Towards Work Programme is clearly ahead of the game in terms of their commitment to
ensuring cross-cutting themes are fully understood and considered in delivery.
Participation and Involvement

2.19

The Programme Management Team 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. Participation and involvement are important in
ensuring activity reflects the needs of those intended to benefit from the programme.

2.20

In early 2017 the Participation and Involvement Strategy was agreed that set the vision and framework
for participation, outlining how this was to be delivered and how it would influence partner activity.
The strategy identified that a number of participants were to be recruited as Ambassadors, and during
the early part of 2019 five Ambassadors continued to be employed, supporting Hubs/Micro-Hubs
demonstrate the benefit of the programme to a range of audiences alongside making an active
contribution to evaluation activity.

2.21

The Ambassadors also worked on separate and personalised research projects exploring issues for
people with defined challenges. These covered mental health, ex-offenders, drug and alcohol misuse
and care leavers.
Key Finding 9: The Ambassador approach generated significant added value. 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. They were strong advocates for the programme and their involvement at
public-facing events encouraged people to engage.
Key Finding 10: The Ambassador approach has benefitted those participants who secured the roles.
They developed new skills and confidence. The majority of Ambassadors have since progressed into
new jobs once their Ambassador contract ceased.

Evaluation of Towards Work Programme – Year Three Evaluation Report 2019

12

2.22

The Ambassador programme ceased 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 in 2020. For all its
successes, the Ambassador programme is relatively expensive to administer.
Key Finding 11: Looking forward, there is a need to consider how participants continue to be involved
in shaping the programme. For all its successes, the Ambassador programme is relatively expensive
to administer. With a clear need to prioritise resources over the remainder of the delivery period,
consideration should be given to different options, including a peer evaluator model.
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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 2019. 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.
The Hub Coordinator Role

3.2

From the outset the Hub Coordinator role was critical to delivery. The role involved oversight of main
Hub delivery alongside wider support to Micro-Hubs. During 2019 there remained inconsistency in
how the Hub Coordinator role was managed and delivered, including variations in the level of support
provided to Micro-Hubs. We also know that in a number of organisations the lack of internal support
for the Hub Coordinator has impacted their capability to perform the role. Inconsistences across the
model during 2019 were not solely due to Hub Coordinator approach, as we know of some MicroHubs what have been reluctant to accepting any offer of support from Hub Coordinators.

3.3

Whilst there was evidence of some improvement in 2019, the additional demands on the Programme
Management Team to support some Micro-Hubs remained considerable. There is therefore a clear
need to redefine the Hub Coordinator role.
Key Finding 12: The role of the Hub Coordinator has been delivered variably across clusters. Given the
importance of the role in support operational staff and ensuring quality of delivery, there is a clear
need to change how the role is delivered through direct management as part of the Programme
Management Team.
Work Coaches

3.4

Work Coaches underpin delivery, providing a diverse range of support to participants 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.

3.5

The success of the programme relies upon Work Coaches delivering a high level of client-focused
support. Whilst the evidence suggests that this has been the case across much of the programme, our
research has identified that this is not consistently high across each cluster, with approaches and
measures of success varying across clusters. For example, caseload size varied considerably, along
with the frequency of participant contact, the quality of recording of progress made on the Hanlon
system and the rate of exiting participants and claiming a positive result. In short, the direct
management of Work Coaches across a number of clusters needs to improve during 2020, as outlined
above in Key Finding 12.

3.6

Whilst there has been a continued churn of staffing during 2019, this has been less disruptive than
was anticipated, especially given the delay in securing final confirmation of programme extension
when it was expected that staff would seek greater job security elsewhere.
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Key Finding 13: The Work Coach role is entirely appropriate and delivering for many participants, as
evidenced from interviewing many participants on a one to one basis.
3.7

Section 5 of the report outlines in detail the impact that Work Coach activity has had upon the
participant journey.
Job Brokers

3.8

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.
However, this has been less comprehensive than originally expected.

3.9

The relationship between Work Coaches and Job Brokers is important if participants are to receive the
best possible support. Our research has identified a mixed picture of how this relationship worked.
When it worked, it worked well. The Towards Work Programme conference in February 2019
provided clarity on the role and improved the referral interface with Work Coaches. However, across
multiple areas the Job Broker role has simply not delivered much added value, especially for
participants of Micro-Hubs. Part of the reason was that a number of Job Brokers did not deliver the
role as designed, instead delivering a Work Coach-type role. In these clusters better Hub Coordinator
oversight would also have supported improved coordination of activity.

3.10

The introduction of the Participant Employment Questionnaire (PEQ), trialled by Scintilla and adopted
across the programme by all Hub Coordinators has improved the accountability of Job Brokers by more
accurately recording their contribution to the participant journey.

3.11

Our research has identified that there is now improved consistency as to the understanding of the
future role of the Job Broker across the Programme Management Team and Hub Coordinators.
However, there remains an expectation that the emphasis is upon participant support rather than
working with employers to identify opportunities, etc. This could be a missed opportunity, and the
Programme Management Team need to ensure they monitor the added value of Job Brokers during
2020.
Key Finding 14: Employer engagement through the Job Broker is regarded as important in re-engaging
participants with the labour market. During 2019 some Hubs were more effective at this than others.
Key Finding 15: The effectiveness of the Job Broker role has varied across clusters. Looking forward
there is a need for greater consistency of the offer, and for the added value to be closely monitored.
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4.

THE STAKEHOLDER MANAGER ROLE
Introduction

4.1

4.2

The original agreed business case 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.
Progress in 2019

4.3

In our previous evaluation report from 2018 outlined that Stakeholder Managers had been involved
in a diverse range of strategic activity. Our research to inform this report recognises that this
momentum has largely continued into 2019, with many more Hubs/Micro-Hubs recognising the added
value of the role. Key priorities for 2019 included supporting Hubs increase the number of
economically inactive participants. They also had a role in supporting Work Coaches identify how
participants could be exited with a positive result.

4.4

Activity in 2019 has involved representation on a number of groups and joint working with wider
stakeholders across a number of areas. They have represented BBO on strategic groups such as local
employment and skills partnerships i.e. in contributing to discussions as to how local people can access
opportunities from HS2, the low carbon agenda, etc.

4.5

During 2019 the Stakeholder Managers have continued to embed the concept of BBO across the public
and voluntary sectors. such as:
▪

The Prince's Trust;

▪

D2N2 Enterprise Advisors and the D2N2 Inclusive Recruitment Partnership;

▪

Derby Homes;

▪

Probation Services/Community Rehabilitation Company;

▪

Children's Centres through trial appointment system; outreach at refugee advice centre;

▪

Training providers to understand their offer and share this with BBO delivery partners;

▪

New Futures Network to identify how training and work experience gained in prison can be most
relevant to work opportunities upon release;

▪

A local college to design and deliver a pre-employability training to care leavers;

▪

NHS Social Prescribing Link Workers to better understand the BBO offer and flex services where
appropriate to add value. It is often a slow process but the intention is to embed employability
and skills development as part of the pathway for people requiring wider support.
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4.6

In addition, the 'Recruiting Talent' intervention aimed at improving how employers regard local talent
to ultimately increase opportunities. The first event was held in July 2019 and the plan is to deliver
events across districts over a 12-month period. Each event has/will have a particular focus i.e. mental
health; long-term limiting conditions; ex-offenders; young people; substance misuse; people with
learning difficulties.

4.7

It is evident that the work undertaken has been considerable and valuable, albeit many of the
initiatives have taken time to develop. There has been a balance across ‘quick wins’ with more
strategic work that is expected to have a longer term, systemic impact. Importantly, the Stakeholder
Management team meet regularly to share ideas and there is clear evidence of ideas and activities
being implemented across boundaries.

4.8

During 2019 the Stakeholder Managers responded positively to the request to better articulate their
activity. Their website was launched and the first e-newsletter was produced in January 2019.

4.9

Not all the avenues progressed by Stakeholder Managers have delivered real positive impact on the
ground. Often success is beyond the control of Stakeholder Managers, and whilst they have an
‘influencer’ role, they often have limited control over external partners fundamental to taking ideas
and initiatives forward. Some of the most ambitious ideas are often the most risky e.g. in securing
partner commitment to new ways of working. It is important that Stakeholders Managers are
encouraged to be ambitious.

4.10

Stakeholder Managers are advocates of the Towards Work Programme. However, during 2019 they
remained mindful of over-promising what could be delivered via Towards Work in their interactions
with potential referral organisations, albeit to a much lesser extent than previous years.

4.11

Across some clusters the activity of the Stakeholder Manager has reportedly been far removed from
the day to day challenges of managing a Hub and supporting a Micro-Hub. 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. Such an approach would enable Stakeholder Managers to
more directly identify training providers or other routes to support exits. This simply hasn’t happened
to the extent needed, so improvements are required in 2020.
Key Finding 16: The fact that all four Stakeholder Managers remain in post since 2017 has been a
critical factor in identifying and delivering ‘quick wins’ and longer-term strategic improvements.
Key Finding 17: During 2019 the Stakeholder Managers continued to deliver new initiatives. It is
evident that the Stakeholder Managers hold a wealth of knowledge and some valuable connections
that supported delivery of the BBO programmes and wider strategic partners own objectives.
Remaining Responsive and Relevant

4.12

For the Towards Work Programme to maximise the value of Stakeholder Managers, the
communication around local priorities needs to be improved. This happens to some extent, but more
can be done. Improved communication across Hub Coordinators, rather than the largely siloed
approach at present, would support this.
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4.13

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 18: There is the potential for Stakeholder Managers to work more collaboratively with Job
Brokers, via Hub Coordinators to improve links to businesses and wider the offer for participants.
Key Finding 19: Whilst there are some positive examples of Stakeholder Managers responding to Hub
Coordinator priorities, there remains scope for more of this during 2020.

4.14

The emergence of the ESF funded Ways to Work Programme across Derby City is aimed at those closer
to the jobs market than Towards Work Programme participants but there is still some uncertainty over
the impact on referrals. The Stakeholder Manager has a role in ensuring that both programmes attract
only appropriate referrals, reducing duplication of effort of overlapping services.

4.15

It is worth recognising that the way in which the role has been delivered across the D2N2 area has
reflected infrastructure and requirements across the city and county areas. For example, in
Nottingham City Council there is a well-resourced economic development team active in progressing
comprehensive employment and skills programmes. The emphasis in this patch has therefore been
on working with wider partners within the criminal justice system, adult services and wider
commissioners of services supporting vulnerable people reflecting the intended BBO cohort.
Key Finding 20: Whilst the Stakeholder Manager Action Plans have been a useful tool in articulating
priorities and recording progress, there is a need during 2020 for more intensive monitoring by the
Programme Management Team to ensure that the programme is reaping maximum benefit from
Stakeholder Management activity.
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5.

ABOUT TOWARDS WORK PARTICIPANTS
Introduction

5.1

As part of the evaluation process it is important to capture the views and experiences of those who
are in receipt of the support. This allows an understanding of how the programme is impacting upon
those accessing support, providing an insight into the performance of the programme from the
participant perspective. Between October 2019 and January 2020, we interviewed 93 participants to
gather such data, 19 of which we had previously interviewed to inform the Year Two evaluation report.
Support Required

5.2

Participants were asked what type of support they required when they first joined the programme.
The most common response was the need for careers advice to help them find a job that they would
be most suited to (71%). This was closely followed by help with searching for jobs (69%). Other
popular requirements were help with completing applications forms and CV’s (59%); interview
preparation (53%); and building confidence to move into other roles (50%).

5.3

Figure 5.1 also shows areas where participants felt that they did not require much support.
Figure 5.1: Support required from the Work Coach at the Commencement of the Programme

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

71%

Searching for jobs

69%

Help completing application forms and CV's

59%

Help with interview preparation

53%

Building confidence for moving back into volunteering,
training or work.

50%

Help with applying for courses or training

30%

Searching for training or college courses

28%

Other (please specify)

15%

Basic level qualifications in Maths and English

12%

using/access to the internet

12%

support with travel costs

11%

Language skills (i.e. speaking and understanding english)
support with childcare

5%
0%

0.0%

20.0%

40.0%
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5.4

Of those interviewed, no one required support with childcare. Only 5% needed assistance with
language skills, 11% needed support with travel costs with 12% needing help with accessing the
internet and 12% needing basic level maths and English skills. Whilst the responses show that only a
small number of participants required support in these areas, they are still an important part of the
offer for those that do need it. However, the responses may indicate that allocated budgets for such
services may not be required to the same level, with expenditure better allocated to those areas that
are most needed.
Impact of the Support

5.5

Since working with their Work Coaches, the participants interviewed gained a deeper understanding
of the opportunities that might be available to them and how to go about accessing those
opportunities.

5.6

We asked participants about 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. 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.

5.7

We asked participants about their understanding of the employment opportunities available to them.
43% of the participants stated that the programme had made some difference to their understanding
and 46% stated that it had made lots of difference to their understanding. This shows that the Work
Coaches are really helping participants to understand the different types of job roles that could be
appropriate for each individual and suggesting roles that people may not have previously considered.

5.8

We asked participants about their understanding of the learning opportunities available to them. 80%
of those surveyed stated that the support they had received made ‘some’ or ‘lots’ of difference to
their understanding. Again, this shows the level of service offered by the Work Coaches in making
participants aware of the routes they need to take to move into particular roles as well as raising their
awareness of different training options that might be appropriate.

5.9

Participants were asked how they felt the programme had made a difference to their confidence to
look for training and employment opportunities. Over nine in ten (91%) stated that the programme
had made ‘some’ or ‘lots’ of difference to their confidence in this area, highlighting the significant
impact the programme is making in this regard.

5.10

Participants were asked if the programme had made a difference to their job searching abilities. In
total 86% of those interviewed stated the support they had made a difference to their capability to
look for employment.

5.11

We asked participants how the support has helped them better understand the skills required for the
job roles that were looking for. Almost nine in ten (87%) of the participants cited that the programme
had helped. The support has therefore supported the majority of participants to better understand
the appropriate skills required to enter specific roles.
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5.12

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, 37% had completed a training course and 8% had completed a qualification.

5.13

Overall, these are impressive figures for the programme, demonstrating that the intervention is having
a positive impact on people’s lives by helping them to access employment opportunities, but also
improve their general 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 with the
formal evidence required as part of outcome reporting.

5.14

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 35% which proves how valuable the support has been.

5.15

Of those moving into employment, nearly four in five participants (79%) found the support received
‘very useful’, indicating that without the intervention the participants would have been less successful
in securing employment. Of those gaining employment, roles included: Assistant Support Worker;
Telemarketing Kitchen Staff; Retail Assistant; E-Commerce; Waitress; Receptionist; Care Worker;
Customer Assistant; Teacher; Forklift Truck Driver; and Cleaner.

5.16

Those participants who had secured employment were asked what support they had found the most
useful in aiding them to achieve this outcome. They stated that the below had made a significant
difference to their ability to secure employment.
▪

Help with CV writing;

▪

Preparing for job interviews;

▪

Support with writing job applications;

▪

Careers advice;

▪

Support with travel costs; and

▪

Improved confidence.

5.17

Of those gaining new qualifications and skills they are in such areas as: child safeguarding; health and
safety; maths and English (L1 and L2); nursing assistant; food hygiene; fork lift truck licence; IT courses;
CSCS card; and beauty.

5.18

Participants were asked to provide more insight into their experiences of the support. These openended 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 general help and guidance with all issues that they were facing. Below
are some quotes which outline participant’s experience of the support from the programme and their
Work Coaches:
“You get support and encouragement from them, they bring out and highlight strengths that I have in
myself. They gave me self-respect and belief that I could progress into what I needed to be. She guided
me into where I needed to be. I cannot tell you how much difference it has made to me and my life.”
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“It’s changed my life, not just her but the other service I engage with. I am working and mixing in a
respectable way, it’s impacted my personal life and my family and friends. I am a nicer and more polite
person in my local community. She is the main person that has had an impact on my life.”
“Building my confidence back up so I can be around people. She has been amazing. Having a heart
attack and stroke plays on my mind and she knows my situation. She’s going to put me on a confidence
course, and putting me on a maths and English course to improve my writing. My writing has gone out
the window. Building confidence really before anything else. Before couldn’t be in the room with 5
people.”
“We just talk. She understands human beings. She sees you as a person, a complete person. We talk
through my situation and what has happened, and how we can make that better. It’s a two-way
conversation. She signposts and prods me to encourage me.”
“He has taught me how to sell myself better on application forms. I wasn’t putting enough in forms so
unsuccessful in getting interviews. I am better at selling myself in application forms now”
“I wouldn't have done the training in the first place if it wasn't for their support, they gave me
encouragement throughout the process.”
“It’s given me confidence, encouragement and empathy. Helped with other things like what clothes to
wear for an interview”
“She was amazing, gave me the gentle nudges I needed to push myself and change.”
5.19

Such examples are a real testament to the programme and the effort that is put into each individual
case. There is obvious affection from the participants towards the staff who have helped them make
positive changes to their lives and in some instances secure employment.
Work Coaches

5.20

Participants were asked some questions regarding their experience of working with their specified
Work Coach. The responses were very positive with participants stating that thought the work that
they have being doing together they were now able to trust people again, felt more confident in their
abilities, felt less isolated more encouraged and more motivated to make positive changes.

5.21

When questioned all of the participants either agreed or strongly agreed that their Work Coach:

5.22

▪

Has been responsive to my needs;

▪

Has been flexible;

▪

Understands the support I need;

▪

Arranges to meet in places that are accessible to me;

▪

Has increased my confidence;

▪

Supported me to take more responsibility for my own career progression.

This information shows the dedication of the Work Coaches, not only to be working towards hitting
outcome targets, but to also work closely with the individual to offer tailored support that really helps
people to move forward.
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Barriers
5.23

Participants were asked to rate the barriers that had most impacted their ability to work. Figure 5.2
shows that peoples main concerns were: having too many gaps in their employment history (42%
feeling that this was a barrier); having too much to learn before they can get the job that they want
(38% feeling that this was a barrier); not feeling mentally well enough to work (32% felt that this was
a barrier) and not feeling physically well enough to work (26% felt that this was a barrier)
Figure 5.2: Participant Barriers to Employment
I have too many treatment appointments to get a job

90%

I dont feel mentally well enough to work

54%

I don't feel physically well enough to work

63%

I have too many gaps in my employment history

48%

I think my criminal record affects my ability to get a job

98%

I find it difficult because I care for a dependant adult relative

91%

I find it difficult because I care for a child under school age

96%

My housing situation affects my ability to work

92%

I don't have enough money to go back into education or training

70%

I feel my chances are limited because English is not my first language

90%

I feel I have too much to learn before I can get the job I want

49%

I feel I am too old to learn new skills

80%

lack of affordable childcare stops me from getting into employment,
education or training

97%
0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Don't know

Still a barrier

Never been a barrier

Barrier

5.24

It is also evident from the responses that certain issues are not a barrier to a large proportion of the
participants that were interviewed. For example, 98% didn’t have a criminal record, 97% didn’t feel
that a lack of childcare was preventing them from getting a job, or that caring for a child under five
was an issue (96%). 92% didn’t feel that their housing situation was a barrier to work and 91% did not
think that caring for a dependent relative was an issue for them.

5.25

It would therefore appear, that individuals that fall into these categories are not coming forward to
enrol in the programme, and potentially fall into the ‘economically inactive’ group. Many people will
decide that working simply isn’t an option for them, especially those with caring responsibilities. The
programme therefore needs to reach out more to these groups to provide those individuals with some
advice as to how they might manage their caring responsibilities with employment.
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Participant Confidence Levels
5.26

Participants were asked about their confidence levels now that they had been on the Towards Work
programme. The responses in Figure 5.3 below overwhelmingly show that participant confidence
levels are high.

5.27

The areas where participants felt less confident were related to a lack of work experience (39%) and
a lack of skills (25%). This is understandable given the nature of the programme, with many
participants having low skill levels or a lack of qualifications or have not worked previously. It is
anticipated that as part of the programme individual skill levels will improve and greater levels of work
experience can be gained through volunteer work and short-term work placements.
Figure 5.3: Participant Confidence Levels
I feel confident to do any training I need to get the job I want

8%

89%

I feel confident that I have the work experience for the job I want

39%

I feel confident that I have the training or skills for the job that I want

43%

25%

60%

2%
I am usually on time for appointments

97%

I can use a computer to write documents and find information

11%

I am confident in my reading skills

89%

8%

I am confident in my writing skills

92%
19%

0%
Not Sure

77%

10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
Not True

True

Wider Impacts
5.28

In addition to the harder outcomes of the programme (jobs, training, skills) a number of softer
outcomes for participants are also being realised. For example, 67% of participants agreed that they
now felt that a range of career options were open to them. This shows that although some of the
participants may not have yet found work, they are more aware of the opportunities that they might
be able to proceed with, and their eyes have been opened to other avenues that may be of interest.

5.29

The research identified that 83% of participants felt that they were better able to bounce back after
disappointment. This shows that the participants are becoming more resilient as part of their
involvement in the programme. 87% further stated they were feeling more confident to have a go at
new things, with 82% feeling more optimistic about the future. This shows that in addition to
supporting participants to progress into job and training outcomes, they are also raising aspirations
and providing participants with the appropriate tools to better manage themselves and prospects.

5.30

In addition, 78% rated their physical and mental health as either ‘good’ or ‘very good’. Again, this
highlights the importance of the programme in helping individuals to overcome other barriers that
they are facing in their lives.
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5.31

Mental health problems are prevalent amongst the participants upon joining the programme, but the
support offered helps them to better understand and manage those conditions as well as offering
assistance to alleviate some of the underlying issues that cause mental health problems, such as
housing issues, debt worries, drug and alcohol problems and a lack of opportunities.
Looking to the Future

5.32

5.33

Those participants who were not yet in employment we asked what they would like to achieve in the
future. Their answers were as follows:
▪

22% were hoping to find employment in the next three months;

▪

40% were hoping to find employment in the next six months;

▪

6% were hoping to find employment in the next twelve months;

▪

18% wanted to start a training course;

▪

15% wanted to gain a qualification;

▪

1% wanted to start their own business;

▪

5% wanted to start volunteering;

▪

8% wanted to be more active in the community;

▪

37% stated ‘other’. Responses covered participants hoping to gain employment but not wanting
to put a timescale on it; some wanted to wait until their health improved; and others were waiting
for an apprenticeship.

The research shows high levels of optimism for the future from those that were interviewed with 40%
hoping to find employment in the next six months and 22% wanting to find a job in three months. An
area which might be a focus for Towards Work going forward is the promotion of volunteering as
viable way of gaining important work experience. Only 5% stated that they wanted to start a
volunteering role, despite it being a positive element to put on their CV’s.
Key Findings
Key Finding 21: The majority of participants sought help from the Towards Work Programme to help
them find jobs. Seven in ten people wanted support with careers advice to help them find a job that
they would be most suited to (71%) and help with searching for jobs (69%). Over half of participants
wanted help with completing applications forms and CV’s (59%) and interview preparation (53%).
Key Finding 22: At the outset of support half of all participants recognised they needed support to
build their confidence. Over nine in ten (91%) stated that the programme had made a difference to
their confidence to look for training and employment opportunities. The support has clearly boosted
the level of confidence of participants to look for training and employment opportunities.
Key Finding 23: Work Coaches offer tailored support that really helps people to move forward.
Support from Towards Work helped participants feel less isolated and motivated to make positive
changes.
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Key Finding 24: 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.
Key Finding 25: Almost nine in ten participants (89%) now had a better understanding of the
employment opportunities available to them. This shows that the Work Coaches are really helping
participants to understand the different types of job roles that could be appropriate for each individual
and suggesting roles that people may not have previously considered. Eight in ten participants (80%)
had a better understanding of the learning opportunities that are available to them following support
from Towards Work.
Key Finding 26: As a result of the support received from the Towards Work Programme almost a
quarter of participants (24%) had moved into employment. This is impressive, reflecting the true
impact of the programme, over and above that claimed with the formal evidence required as part of
outcome reporting.
Key Finding 27: Two thirds of participants (67%) agreed that they now felt that a range of career
options were now open to them. This shows that although some of the participants may not have yet
found employment, they are more aware of the opportunities. Over six in ten participants (62%) who
have yet to find work expect to do so in the next six months.
Key Finding 28: The Towards Work Programme has supported the personal development of
participants. Over eight in ten participants (83%) felt that they were better able to bounce back after
disappointment. In addition, 87% further stated they were feeling more confident to have a go at new
things and 82% feel more optimistic about the future. This shows that in addition to supporting
participants to progress into job and training outcomes, the programme is also providing participants
with the appropriate tools to improve confidence and resilience.
Key Finding 29: Mental health problems are prevalent amongst the participants upon joining the
programme, but the support offered helps them to better understand and manage those conditions
as well as offering assistance to alleviate some of the underlying issues that cause mental health
problems, such as housing issues, debt worries, drug and alcohol problems and a lack of opportunities.
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6.

PROGRAMME OUTPUTS, OUTCOMES AND IMPACTS
Introduction

6.1

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 Outputs

6.2

The Towards Work Programme 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 was anticipated that the programme would support equal numbers of men and
women, and those who are unemployed and economically inactive.

6.3

Table 6.1 below outlines the progress made at 31st December 2019 towards the contracted output
targets.
Table 6.1: Progress Towards Lifetime Output Targets
Output
Total number of participants
Number of men
Number of women
Number who are unemployed
Number who are economically inactive
Number who are over 50
Number with disabilities
Number from ethnic minorities
Number with self-declared mental health problems

Lifetime
Target
3,311
1,656
1,655
2,017
1,656
584
1,021
397
438

Actual at 31st
Dec 2019
2,516
1,473
1,037
1,653
863
545
1,127
297
970

% of Target
Achieved
76%
89%
63%
82%
52%
93%
110%
75%
221%

6.4

It is evident that progress across most output indicators is on profile to overachieve the lifetime target
agreed. The programme continued to support people with mental health problems and emotional
needs throughout 2019. Targets in relation to the number of participants with disabilities and those
with self-declared mental health problems have already been achieved. It is expected that during
2020 the lifetime target for the number of people supported aged 50+ years will be achieved.

6.5

Throughout 2019 there was greater focus on targeting economically inactive participants due to the
need to boost validations from this cohort. At the Towards Work Programme Board Meeting in
January 2019 it was agreed that from that point each delivery partner a minimum of 75% of new
validations had to be economically inactive. This has certainly had an impact. Validations for this
cohort continued to increase, the figure of 34%, compared to 66% of unemployed status represents a
significant increase on the levels recorded both at the same period last year (13%) and the end of
December 2017 (8%). This highlights that efforts to target economically inactive participants have
been successful.

Evaluation of Towards Work Programme – Year Three Evaluation Report 2019

27

6.6

The gender split of participants on programme at 31st December 2019 was 59% men and 41% women.
Although there was a clear acknowledgement for the programme to achieve a more even profile
across genders (based on the 2018 validation figures) the split of men and women remains unchanged
from the previous year. It was envisaged that emphasis upon boosting the economically inactive
cohort would also have a positive impact on the number of women validated during 2019, however
this does not appear to be the case. Whilst it may be unfeasible to achieve an even gender split, one
priority is that a minimum of 1,655 women need to be validated and supported by the time the
programme ceases in 2022. At the moment only 63% of this total has been achieved, so there is a
need to accelerate progress.

6.7

The vast majority of participants are White British, compared with around 12% of participants who
are recorded as being from an ethnic minority. 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. By 31st December 2019 the programme had achieved 75% of the ethnic minority target.
Whilst there is still some distance to go, there is every confidence that this target will be achieved. It
is evident that through the Equalities Sub-Group that the Programme Management Team is
prioritising the need for the programme to support those communities that are traditional harder to
reach.

6.8

Programme data shows that 1,298 participants have disengaged from the process at the point to 31 st
December 2019. This is 27% of the total validation total and as such leaves significant gap by not being
able to record exit outcomes, despite participants often receiving considerable support. An additional
715 people have disengaged before validation.

6.9

In the earlier stages of the delivery there was a more urgent need for delivery partners to validate
participants. Looking at the evidence, it is clear that many participants validated were inappropriate.
There have been significant improvements during 2019, and the steady progress made towards
achieving the lifetime total of participants validated (currently 76% of the 3,311 target) means that
Work Coaches should now focus on ensuring that only the most appropriate people are validated.
This should reduce the number of disengagements in 2020.
Cluster Performance – Outputs and Participant Profile

6.10

The Greater Nottingham Cluster has generated the greatest number of participants onto the
programme at 577 (to 31st December 2019), which represents almost a quarter (22.9%) of total starts
on the programme. The breakdown of other participant starts by cluster is as follows: Mansfield &
Ashfield Hub 452 (18.0%), Bassetlaw, Newark & Sherwood Cluster 397 (15.8%), Derby City Hub 385
(15.3%), Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster has 372 (14.8%), and Bolsover,
Chesterfield & NE Derbyshire Cluster 333 (13.2%).

6.11

Appendix A includes detail on the performance across each cluster area. The key headlines are
summarised below.

6.12

Derby City Cluster (49% women) and Bolsover, Chesterfield & NE Derbyshire Cluster (44%) are the
clusters with the greatest proportion of women participants. The Greater Nottingham Cluster has one
of the lowest rates of women participants but has still supported 233 women, more than any other
cluster.
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6.13

Organisations that have the most even gender split include Derby College (53% women); Groundwork
Greater Nottingham (51%); The Bureau (49%); Scintilla (46%). Organisations with the most uneven
gender split include Double Impact Nottingham (26% women) and Babington (28% women).

6.14

Whilst there has been a significant improvement in the proportion of economically inactive
participants on the programme during 2019, it is evident that a number of clusters and organisations
are performing less well than others. The Mansfield & Ashfield Cluster has only 24% of total
participants being economically inactive, compared to Amber Valley, Erewash, Derbyshire Dales and
High Peak Cluster where 44% of participants were economically inactive. The Greater Nottingham
Cluster has one of the lowest rates of economically inactive participants (33% of participants) but has
still supported more economically inactive people than any other cluster. Those partners with the
greatest proportion of economically inactive participants include: DHA Derbyshire (71%); The Bureau
(63%); and Groundwork Greater Nottingham (57%).

6.15

Across the clusters there is a relatively even spread in the proportion of participants supported who
are aged 50+ years, from 18% at Mansfield and Ashfield Cluster to 28% at Bolsover, Chesterfield & NE
Derbyshire Cluster. At YMCA Derbyshire a total of 41% of their participants were aged 50+.

6.16

It is evident that across the programme the total number of participants supported who have a
disability has been greater than expected at the outset. Partners with the greatest proportion of their
participants who have a disability include: DHA Derby City (90%); DHA Derbyshire (84%); Inspire
Learning Health Specialist (84%). This comes as no surprise given their specialist role in the
programme.

6.17

Both of the city-based clusters have the greatest proportion of participants from an ethnic minority
background: Greater Nottingham Cluster (24%); and Derby City and South Derbyshire Cluster (22%).
However, the proportions have reduced over the previous 12 months, when both clusters had an
ethnic minority rate of 28%. Over the next year it is important that the number of people from ethnic
minority backgrounds continues to be closely monitored by the Inequalities Sub-group.

6.18

During 2019 there was a significant increase in the proportion of participants validated with mental
health issues. In 2018 the clusters with the great proportion have increased this further: Bassetlaw,
Newark and Sherwood Cluster (from 45% in 2018 to 50% in 2019); Derby City and South Derbyshire
Cluster (from 42% to 47%). 2019 also saw Amber Valley, Erewash, Derbyshire Dales and High Peak
cluster increase the proportion of participants with mental health issues (49% in 2019). Partners with
the greatest proportion of their participants who have a mental health issue include: DHA Derbyshire
(84%); The Bureau (71%); DHA Derby City (64%); and Inspire Learning Health Specialist (61%).
Key Finding 30: It is recommended that the Programme Management Team work with individual
delivery partners with the most uneven demographic split to identify how activity in 2020 can increase
engagement of women, ethnic minorities and economically inactive people.
Key Finding 31: 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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Overall Progress Towards Results
6.19

Table 6.2 below outlines the progress made towards achieving the intended results of the programme.
Table 6.2: Progress Towards Lifetime Results Targets
Result Indicator
Number who move into education or training
on leaving
Number who move into employment, including
self-employment, on leaving
Of these, the number who were unemployed
when joining the project
Of these, the number who were economically
inactive when joining the project
Number that were economically inactive who
move into job-searching on leaving

Lifetime
Target

Target at 31st
Dec 2019

Actual at 31st
Dec 2019

436

177

201

725

372

416

363

263

313

363

109

103

447

136

49

6.20

The programme has achieved the profiled target for a number of indicators at 31st December 2019,
including the number of participants who move into education or training on leaving, and the number
of overall and unemployed participants moved into employment, including self-employment. Whilst
there is still some distance to go to achieve the lifetime targets for these indicators, there is every
confidence that they will be achieved.

6.21

The lower than expected number of economically inactive participants on programme has meant that
progress in achieving two indicators – number of economically inactive moved into employment,
including self-employment; and the number that were economically inactive who move into jobsearching on leaving, were not achieved at 31st December. However, the trajectory of growth in the
number of economically inactive participants means that the direction of travel is positive.
Key Finding 32: The Towards Work Programme is on target to achieve lifetime results targets. By 31st
December 2019 the profile target for the number of participants moving into education or training on
leaving has been achieved. The 31st December 2019 target for the overall number, and the number
of unemployed participants, moved into employment, including self-employment has been achieved.
Key Finding 33: Progress towards the results indicator targets in relation to economically inactive
participants was behind profile at 31st December 2019. Whilst 2019 saw a significant increase in the
economically inactive cohort supported, there remains a need for the Programme Management Team
to prioritise moving this cohort into a positive result.
Cluster Performance – Results

6.22

Table 6.3 outlines the performance in respect of job results 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 617 Job and/or Education & Training outcomes have been
achieved across the six hubs, representing 24.5% of all participants on the programme.
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6.23

The majority (67%) of these outcomes have been job outcomes, with a total of 416 across the hubs.
There have been 201 Education & Training outcomes, representing a third (33%) of outcomes.
Table 6.3: Result Achievement by Cluster
Amber Valley, Erewash,
Derb’ Dales & High Peak
Job
Education
Result
& Training

Bolsover, Chesterfield
& NE Derbyshire
Job
Education
Result
& Training

Bassetlaw, Newark &
Sherwood
Job
Education
Result
& Training

Total

Totals

75 (20%)

42 (11%)

60 (18%)

31 (9%)

47 (12%)

11 (3%)

617 (25%)

Male
Female
Unemployed

46 (61%)
29 (39%)
53 (71%)

26 (62%)
16 (38%)
27 (64%)

29 (48%)
31 (52%)
48 (80%)

20 (65%)
11 (35%)
23 (74%)

28 (60%)
19 (40%)
35 (74%)

7 (64%)
4 (36%)
6 (55%)

328 (53%)
289 (47%)
452 (73%)

Economically
Inactive

22 (29%)

15 (36%)

12 (20%)

8 (26%)

12 (26%)

5 (45%)

165 (27%)

16 (21%)
26 (35%)

8 (19%)
21 (50%)

10 (17%)
17 (28%)

14 (45%)
8 (26%)

12 (26%)
33 (70%)

0 (0%)
7 (64%)

112 (18%)
230 (37%)

2 (3%)

2 (5%)

2 (3%)

2 (6%)

5 (11%)

2 (18%)

67 (11%)

Aged 50+
Disabled
Ethnic
Minority
Mental Health

32 (43%)
18 (43%)
Derby City & South Derb

8 (13%)
5 (16%)
Greater Nottingham

25 (53%)
8 (73%)
Mansfield & Ashfield

188 (30%)
Total

Job
Result

Education
& Training

Job
Result

Education
& Training

Job
Result

Education
& Training

Totals

52 (14%)

40 (10%)

73 (13%)

20 (3%)

109(24%)

57 (13%)

617 (25%)

Male
Female
Unemployed

23 (44%)
29 (56%)
42 (81%

23 (58%)
17 (43%)
30 (75%)

39 (53%)
34 (47%)
45 (62%)

10 (50%)
10 (50%)
9 (45%)

56 (51%)
53 (49%)
90 (83%)

21 (37%)
36 (63%)
44 (77%)

328 (53%)
289 (47%)
452 (73%)

Economically
Inactive

10 (19%)

10 (25%)

28 (38%)

11 (55%)

19 (17%)

13 (23%)

165 (27%)

Aged 50+
Disabled

12 (23%)
17 (33%)

8 (20%)
24 (60%)

12 (16%)
22 (30%)

1 (5%)
9 (45%)

11 (10%)
28 (26%)

8 (14%)
18 (32%)

112 (18%)
230 (37%)

Ethnic
Minority

13 (25%)

12 (30%)

17 (23%)

0 (0%)

6 (6%)

4 (7%)

67 (11%)

Mental Health

15 (29%)

14 (35%)

22 (30%)

7 (35%)

15 (14%)

19 (33%)

188 (30%)

6.24

The raw result figures across each of the six clusters 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.

6.25

The data shows that the Mansfield & Ashfield Cluster is the best performing hub across in terms of
these results both in terms of the raw figures and the proportion of participants who achieve results.
The total number of outcomes achieved is 166, which includes 109 achieving a job result and 57 who
have achieved an education or training result. The proportion of participants across the hub who have
achieved a result is 36.7%. This is compared to only 14.6% participants across the Bassetlaw, Newark
& Sherwood Cluster.

6.26

Data analysis has been undertaken to identify the characteristics of participants achieving a positive
result. Of the 617 participants who achieved an result, 53% were men and 47% were women. In total
59% of participants are men, so on a proportional basis more women than men are achieving a result.
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6.27

The cluster with the most evenly balanced split of male and female participants achieving results is
Greater Nottingham, which has a breakdown of 53% males compared with 47% females across the
two result (relating to employment and education and training).

6.28

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 73% of all outcomes achieved
related to participants classified as unemployed on joining the programme, compared with 27%
economically inactive. This shows vast improvement on the figure recorded at 31st December 2018,
which highlighted 92% of all result. achieved related to participants classified as unemployed on
joining the programme. We anticipate that the efforts to engage with economically inactive
participants will continue to result in result and the split with become even further balanced.

6.29

Over a third (37%) of participants who have claimed a positive result across the programme have a
disability. Whilst 45% of all participants on the programme have a disability, this is a significant
achievement given the challenges faced in progressing people with a disability into education, training
and employment.

6.30

In total 67 participants who achieved a result were considered to be ethnic minorities, representing
11% of all results. The cluster which supported the greatest proportion of ethnic minority participants
into a positive result is Derby City and South Derbyshire Cluster at 27%. Overall, 22% of their caseload
were classified as ethnic minorities.
Key Finding 34: 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 results.
Progress Against Outcomes

6.31

Tables 6.4 below outlines progress made in terms of improving participant understanding of their
personal barriers and how they can be overcome. During 2019 the Towards Work Programme
performed well against each of the indicators informing Outcome 1, with significant overachievement
against each of the three targets. Given the delivery issues faced in previous years, the Programme
Management Team can take credit for leading this turnaround.
Table 6.4: 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: 2,516 achieved compared to a target of 1,959. (+28.4%
variance).
Individual barriers to employment identified and understood by
participants: 2,516 achieved compared to a target of 1,740 (+44.5%
variance).
Participants report back that at least one barrier has been reduced or
resolved: 1,852 achieved compared to a target of 1436 (+30%)
variance).
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6.32

Table 6.5 demonstrates the progress made in developing participant skills to support their job search.
Table 6.5: Progress Made Against Outcome 2
Participants will have Participants have a Towards Work employment plan: 2,516 achieved
more skills to support against a target of 1,959. (+28.4% variance).
their job search.
Participants receive job search support interventions (CVs, Job
application, network development, interview skills): 1,302 achieved
against a target of 1,191. (+9.3% variance).
Participants report learning and new approaches have been used in job
search process: 247 achieved compared to a target of 486. (-49.2%
variance).

6.33

Progress towards Outcome 2 indicators varies, with two of the indicators exceeding targets. However,
those that have used new approaches to job searching as a result of their meetings with the Work
Coach fell below profile, at 247 compared to a target of 486. There is a need during 2020 to accelerate
progress in accurately recording the evidence to inform achievement of this indicator.

6.34

Table 6.6 demonstrates the progress made in terms of improving participant understanding of the
employment and learning options available to them.
Table 6.6: 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: 1,104
achieved against a target of 1,072. (+3.0% variance).
Participants are able to consider “job fit” and match jobs with their skills,
knowledge and experience: 247 achieved against a target of 1,494. (83.5% variance).
Participants have evidenced an application to a job or learning
opportunity: 1,094 achieved against a target of 636. (+72.0% variance).

6.35

Progress made against targets for Outcome 3 is mixed. Two of the three indicator targets for 2019
have been achieved in relation to participants’ awareness of employment and learning options
following intervention and the number of participants evidencing an application to a job or learning
opportunity.

6.36

There is still some distance to go in relation to demonstrating that participants considering themselves
‘job fit’ and match jobs with their skills, knowledge and experience. On the basis of our interviews
with participants and delivery staff it is clear that activity to demonstrate this has been undertaken
but it simply hasn’t been recorded fully.

6.37

Table 6.7 demonstrates the progress made in terms of improving participant understanding of the
employment and learning options available to them.
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Table 6.7: Progress Made Against Outcome 4
Participants will have
increased levels of
confidence and
improved
communication skills.

6.38

Participants report they have improved their ability to communicate
with employers: 802 achieved compared to a target of 954. (-15.9%
variance).
Participants report back that the interventions with their Job Coach has
given them a greater confidence to approach employers: 846 achieved
against a target of 914. (-7.4% variance).

Progress made in 2019 towards the achievement of both indicators for Outcome 4 have been below
profile. However, we know from our own one-to-one interviews with participants that the support
from the programme has increased confidence levels for the majority of participants. Looking
forward, there is a need for frontline delivery staff to more accurately record progress, as we believe
that this is the underlying issue in relation to target profile not being achieved during 2019.
Key Finding 35: There is a need over 2020 for delivery partners to more accurately reflect their work
with participants in terms of reporting that learning and new approaches have been used in the job
search process.
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7.

COST BENEFIT ANALYSIS
Introduction

7.1

In this section we are estimating the economic impact of Towards Work Programme on the economy
of the D2N2 (Towards Work area) for the period up to December 2019. The programme is a laboursupply 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.

7.2

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 tax earnings and productivity.

7.3

We present each type of benefit in turn, showing the value to the local economy of the Towards Work
area. Whilst we estimate that Towards Work has assisted 621 participants into work, the benefits for
the local economy will be different. Therefore, we first discuss gross jobs and related monetary values,
before estimating the net impacts.
Method

7.4

Overall, our approach to this estimation, is to make a bottom-up assessment, locally–specific and
based on the primary evidence we have of the assisted client group, meaning some variance with
other published national estimates. We first show a series of estimated gross benefits for those
beneficiaries finding work and then apply additionality measures to respond to the question of what
is happening in the local economy, as a consequence of jobs being filled.

7.5

Throughout, we use 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.

7.6

In lay terms the process moves from considering the project 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?) and leakage (are the jobs local?).

7.7

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.

7.8

Where possible we draw on primary data, usually from our client survey, but in many instances
secondary proxies are used from trusted sources, including ONS and government additionality
guidance already mentioned.
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Estimating Tax-payer savings
7.9

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

7.10

The survey of participants identified that 24% of respondents had moved into employment following
their support from Towards Work, applying this proportion to the total population of validations
would suggest that 615 participants have secured employment up to the end of December 2019.

7.11

Evidence from wide-scale consultation with participants also suggests there is a spill-over impact in
some cases whereby family members or friends inspired by their partners/friends experience also seek
and gain employment. We adopt a conservative assumption that there is a 1% spill-over incidence,
further revising the total job outcomes to 621.

7.12

Many out of work or low-income benefits are paid at a higher threshold for people over 25, so
different rates are applied for different participants. Overall, 459 participants finding work were aged
25 or above, with 162 participants aged under 25 finding work. To be as accurate as possible we apply
these age-specific rates, so far as they are publicly available.

7.13

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
Universal Credit, 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. 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.
Universal Credit (UC)

7.14

Total tax-payer savings from a reduction in UC claimants as a result of Towards Work participants
finding work is estimated to be over £2.2 million based on age-specific rates of the minimum UC level
and sustaining jobs for one year.
Housing Benefit and Council Tax Reductions

7.15

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 Tax1 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.

1

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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7.16

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. Rates of Housing Benefit are
derived from the Housing Benefits Caseload Statistics (May 2018).

7.17

Assuming an average 25% reduction in Housing Benefit there would be a saving of £111 per week for
the under 25 participants finding work. This would be equivalent to £234,629 annually. Assuming an
average 25% reduction in Housing Benefit there would be a saving of £97.36 per week for the over 25
participants finding work. This would be equivalent to £580,947 annually.

7.18

Our approach for Council Tax is very similar to Housing Benefits assuming that only 25% of the
reduction would be saved. Rates of Council Tax reduction are derived from Local Council Tax Support
2015/16 and adjusted to be represented in 2019 prices. 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 £834.05 per annum. Assuming an average 25% reduction in Council Tax
there would be a saving of £129,486 per annum.
Total Tax-payer savings

7.19

The total tax-payer savings that have accrued to Towards Work up to December 2019 are estimated
to be almost £3.2 million, with most of this value derived from UC. There may be additional premiums
applied to these benefits so these estimates are likely to underestimate gross tax saving impacts.
Income-related Tax payments

7.20

In addition to tax savings, Towards Work participants 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. Since some of the jobs were only part-time and earned lower incomes,
they were not required to pay income related taxes. For each of the three types of tax the average
amounts are relatively low and come to a total of just over £1,700 on average. For the 621 participants
finding work, their estimated total tax payments amount to almost £1.1 million.
Productivity Gains for Businesses

7.21

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 new staff, but also would be expected to have greater
output as a result.

7.22

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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7.23

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 621 participants would be over £8.1 million, including Employers
NI. Assuming the national average held true for the Towards Work Area and the productivity of
participants, this might be expected to increase the value of GVA by over £15.9 million.
Net Outputs and Values

7.24

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

7.25

Since Towards Work works as a labour supply project, helping people to find work, rather than a labour
demand project creating new jobs, then net economic effects may be limited. Many vacancies will
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.

7.26

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.

7.27

The sectors with the highest skills shortages were construction, primary sectors and utilities, transport
and storage and manufacturing. Towards Work participants 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 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.

7.28

A further factor is the difference between workplace and resident jobs. The Towards Work area labour
market is relatively self-contained, with 73.6% of local jobs filled by residents from the area2. This
means that 26.4% 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 area are
therefore estimated as:
Total additional jobs = 615 x (26.4% + (73.6% x 33%)) = 311.7

2

WU03UK (2011) A census question asking about residents and their workplaces
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Estimating Additionality
7.29

Project additionality has been determined on the basis of the Towards Work Programme alongside
our wider data relating to BBO programmes across the country. We use an estimate of 70%.

7.30

Leakage for the whole Towards Work labour market may be somewhat misleading, since 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%.

7.31

As well as some of the factor displacement discussed on the previous page, there is also 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 interviews with participants did not cover
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).

7.32

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 participants 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.
Total Net Additional Jobs, Tax Position and Productivity Gains

7.33

Accounting for all the economic factors at work in the D2N2 area we estimate there to be 165.4 net
economically additional jobs in the Towards Work area.

7.34

The gross position attributable to tax revenues and savings amounted to an estimated almost £3.2m.
However, a number of economic effects operate in the Towards Work area which mean that in net
terms tax receipts are £848,000.

7.35

Gross productivity gains associated with Towards Work participants finding work were estimated at
over £15.7 million. However, a number of economic effects operate in the Towards Work area which
mean that there are additional net benefits of £4.2m GVA.
Wider Personal and Societal Impacts

7.36

As an employability programme, Towards Work is charged with increasing the employability of D2N2
residents and ultimately helping them into sustained work. However, given the nature of the
programme in working with people facing multiple barriers, there are a great many intermediate
outcomes associated with the removal of barriers along the journey towards work. Each of these
impacts are personally important for the individuals, their families, their communities and public
services.
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7.37

In conducting our evaluation, we have listened to the experiences of beneficiaries and uncovered
many stories of overcoming barriers and making progress towards becoming work ready. On the basis
of comparisons with the impact of other BBOs and the particular cohort supported by Towards Work
we estimate the wider added value to December 2019 to be in the region of £3m to £4m generated
across a range of life changing areas including: increased volunteering; improved digital capability;
improved mental and physical health; reduced isolation; increased confidence; reduced risk of
homelessness, drug/alcohol misuse, debt/financial management; and reduced costs to the criminal
justice system. As part of any future evaluation it will be important to capture where the Towards
Work Programme has added value with regards to the economic impact of wider societal benefits.
Key Findings
Key Finding 36: We know that formal monitoring of employment results undervalues the real impact
of how many participants have moved into work. On the basis of our survey of participants we
estimate that the programme has supported 621 participants into employment.
Key Finding 37: The total tax-payer savings that have accrued to Towards Work, up to December 2019,
are estimated to be almost £3.2m, with most of this value derived from reductions in Universal Credit
claims. For those participants finding work, their estimated total tax payments amount to almost
£1.1m per annum.
Key Finding 38: The total estimated employment costs for the 621 participants would be in excess of
£8.1m, including Employers NI. Assuming the national average held true, this could be expected to
increase the value of GVA by over £15.9m. However, a number of economic effects operate in the
D2N2 area which mean that the additional net benefits is £4.2m GVA.
Key Finding 39: We estimate the wider economic impact generated from wider societal benefits will
be in the region of £3m to £4m by December 2019. As the programme moves into the extension stage
there is a need for delivery staff to record data to inform a bespoke model to inform the final
evaluation.
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8.

KEY FINDINGS
Key Finding 1: Overall, the network of delivery partners is stronger at the end of 2019 than earlier in
the programme. That is not to say that each partner is delivering effectively, so the programme should
continue to evolve in terms of the specific partners involved and their role.
Key Finding 2: 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 3: The Programme Management Team have worked diligently to support Hubs/MicroHubs and remain well respected across partners. Open and honest communication is a particular
strength, reinforcing the shared ‘partnership’ approach rather than a strict commissioner and provider
arrangement.
Key Finding 4: It is a positive move that from early 2020 additional resource has been allocated to fund
internal management capacity at each delivery partner. The expectation is that this will drive up
quality and ensure targets are achieved.
Key Finding 5: Groundwork Greater Nottingham, Stakeholder Managers and individual delivery
partners have learnt much from delivering on the patch since early 2016. Systems and processes are
now established and during 2019 there were further improvements i.e. to the participant validation
process.
Key Finding 6: There is a perception in some quarters that some participants currently on the
programme should have been enrolled on Opportunity & Change. On the basis of our one-to-one
interviews with participants surveys there is limited evidence that this is the case. However, internal
caseload assessment by the Programme Management Team has identified instances when particular
delivery partners have validated participants who had significant challenges and should have been
supported by Opportunity & Change.
Key Finding 7: The Programme Management Team has successfully increased the proportion of
economically inactive participants accessing support during 2019, essential to meeting a key
contracted target.
Key Finding 8: On the basis of our experience evaluating a dozen other BBO programmes across the
country, the Towards Work Programme is clearly ahead of the game in terms of their commitment to
ensuring cross-cutting themes are fully understood and considered in delivery.
Key Finding 9: The Ambassador approach generated significant added value. 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. They were strong advocates for the programme and their involvement at
public-facing events encouraged people to engage.
Key Finding 10: The Ambassador approach has benefitted those participants who secured the roles.
They developed new skills and confidence. The majority of Ambassadors have since progressed into
new jobs once their Ambassador contract ceased.
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Key Finding 11: Looking forward, there is a need to consider how participants continue to be involved
in shaping the programme. For all its successes, the Ambassador programme is relatively expensive
to administer. With a clear need to prioritise resources over the remainder of the delivery period,
consideration should be given to different options, including a peer evaluator model.
Key Finding 12: The role of the Hub Coordinator has been delivered variably across clusters. Given the
importance of the role in support operational staff and ensuring quality of delivery, there is a clear
need to change how the role is delivered through direct management as part of the Programme
Management Team.
Key Finding 13: The Work Coach role is entirely appropriate and delivering for many participants, as
evidenced from interviewing many participants on a one to one basis.
Key Finding 14: Employer engagement through the Job Broker is regarded as important in re-engaging
participants with the labour market. During 2019 some Hubs were more effective at this than others.
Key Finding 15: The effectiveness of the Job Broker role has varied across clusters. Looking forward
there is a need for greater consistency of the offer, and for the added value to be closely monitored.
Key Finding 16: The fact that all four Stakeholder Managers remain in post since 2017 has been a
critical factor in identifying and delivering ‘quick wins’ and longer-term strategic improvements.
Key Finding 17: During 2019 the Stakeholder Managers continued to deliver new initiatives. It is
evident that the Stakeholder Managers hold a wealth of knowledge and some valuable connections
that supported delivery of the BBO programmes and wider strategic partners own objectives.
Key Finding 18: There is the potential for Stakeholder Managers to work more collaboratively with Job
Brokers, via Hub Coordinators to improve links to businesses and wider the offer for participants.
Key Finding 19: Whilst there are some positive examples of Stakeholder Managers responding to Hub
Coordinator priorities, there remains scope for more of this during 2020.
Key Finding 20: Whilst the Stakeholder Manager Action Plans have been a useful tool in articulating
priorities and recording progress, there is a need during 2020 for more intensive monitoring by the
Programme Management Team to ensure that the programme is reaping maximum benefit from
Stakeholder Management activity.
Key Finding 21: The majority of participants sought help from the Towards Work Programme to help
them find jobs. Seven in ten people wanted support with careers advice to help them find a job that
they would be most suited to (71%) and help with searching for jobs (69%). Over half of participants
wanted help with completing applications forms and CV’s (59%) and interview preparation (53%).
Key Finding 22: At the outset of support half of all participants recognised they needed support to
build their confidence. Over nine in ten (91%) stated that the programme had made a difference to
their confidence to look for training and employment opportunities. The support has clearly boosted
the level of confidence of participants to look for training and employment opportunities.
Key Finding 23: Work Coaches offer tailored support that really helps people to move forward.
Support from Towards Work helped participants feel less isolated and motivated to make positive
changes.
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Key Finding 24: 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.
Key Finding 25: Almost nine in ten participants (89%) now had a better understanding of the
employment opportunities available to them. This shows that the Work Coaches are really helping
participants to understand the different types of job roles that could be appropriate for each individual
and suggesting roles that people may not have previously considered. Eight in ten participants (80%)
had a better understanding of the learning opportunities that are available to them following support
from Towards Work.
Key Finding 26: As a result of the support received from the Towards Work Programme almost a
quarter of participants (24%) had moved into employment. This is impressive, reflecting the true
impact of the programme, over and above that claimed with the formal evidence required as part of
outcome reporting.
Key Finding 27: Two thirds of participants (67%) agreed that they now felt that a range of career
options were now open to them. This shows that although some of the participants may not have yet
found employment, they are more aware of the opportunities. Over six in ten participants (62%) who
have yet to find work expect to do so in the next six months.
Key Finding 28: The Towards Work Programme has supported the personal development of
participants. Over eight in ten participants (83%) felt that they were better able to bounce back after
disappointment. In addition, 87% further stated they were feeling more confident to have a go at new
things and 82% feel more optimistic about the future. This shows that in addition to supporting
participants to progress into job and training outcomes, the programme is also providing participants
with the appropriate tools to improve confidence and resilience.
Key Finding 29: Mental health problems are prevalent amongst the participants upon joining the
programme, but the support offered helps them to better understand and manage those conditions
as well as offering assistance to alleviate some of the underlying issues that cause mental health
problems, such as housing issues, debt worries, drug and alcohol problems and a lack of opportunities.
Key Finding 30: It is recommended that the Programme Management Team work with individual
delivery partners with the most uneven demographic split to identify how activity in 2020 can increase
engagement of women, ethnic minorities and economically inactive people.
Key Finding 31: 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 33: Progress towards the results indicator targets in relation to economically inactive
participants was behind profile at 31st December 2019. Whilst 2019 saw a significant increase in the
economically inactive cohort supported, there remains a need for the Programme Management Team
to prioritise moving this cohort into a positive result.
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Key Finding 34: 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 results.
Key Finding 35: There is a need over 2020 for delivery partners to more accurately reflect their work
with participants in terms of reporting that learning and new approaches have been used in the job
search process.
Key Finding 36: We know that formal monitoring of employment results undervalues the real impact
of how many participants have moved into work. On the basis of our survey of participants we
estimate that the programme has supported 621 participants into employment.
Key Finding 37: The total tax-payer savings that have accrued to Towards Work, up to December 2019,
are estimated to be almost £3.2m, with most of this value derived from reductions in Universal Credit
claims. For those participants finding work, their estimated total tax payments amount to almost
£1.1m per annum.
Key Finding 38: The total estimated employment costs for the 621 participants would be in excess of
£8.1m, including Employers NI. Assuming the national average held true, this could be expected to
increase the value of GVA by over £15.9m. However, a number of economic effects operate in the
D2N2 area which mean that the additional net benefits is £4.2m GVA.
Key Finding 39: We estimate the wider economic impact generated from wider societal benefits will
be in the region of £3m to £4m by December 2019. As the programme moves into the extension stage
there is a need for delivery staff to record data to inform a bespoke model to inform the final
evaluation.
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APPENDIX A – CLUSTER PARTICIPANT DEMOGRAPHIC PROFILE
Introduction
This appendix outlines in detail the profile of participants across each of the six clusters areas at 31 st
December 2019.
Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster
Table A1 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 372 participants were enrolled on the
programme (at 31st December 2019) from the Amber Valley, Erewash, Derbyshire Dales & High Peak
Cluster, representing around 14.8% of overall participants.
Table A1 – Demographic analysis of Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster

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

Derventio

High Peak Food Bank

The Bureau

Total

236
152 (64%)
83 (35%)
134 (57%)
102 (43%)
52 (22%)
91 (39%)
10 (4%)
111 (47%)

77
52 (66%)
25 (34%)
52 (74%)
25 (26%)
20 (26%)
41 (57%)
5 (9%)
15 (28%)

59
30 (51%)
29 (49%)
22 (37%)
37 (63%)
12 (20%)
38 (64%)
2 (3%)
42 (71%)

372
234 (63%)
137 (37%)
208 (56%)
164 (44%)
84 (23%)
170 (46%)
16 (4%)
183 (49%)

The majority (63%) of these participants are male with only around a third (37%) of participants female.
Just under a quarter (23%) of participants are over fifty years old. Just over half (56%) of participants at
Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster organisations are unemployed rather than
economically inactive (44%). This indicates that there has been significant progress in engaging with
economically inactive participants, given that the break down for the same period in 2018 was 88%
unemployed.
Engagements by economic status differ by organisation, there is an almost even split of participants at
Derventio, where 57% are unemployed and 43% economically inactive, whilst 74% of participants were
‘unemployed’ at High Peak Food Bank but just 37% of participants at The Bureau respectively.
Almost half (46%) of the participants were disabled. Almost two thirds of participants at The Bureau were
disabled (64%) compared to just over a third (39%) of participants at Derventio. Over half (57%) of
participants at the High Peak Food Bank were considered disabled. Only 4% of participants across the
cluster are ethnic minorities. To some extent this reflects the demographic profile across the whole
population. Just two ethnic minority participants are represented by The Bureau (3% of validations), and
ten ethnic minority participants at Derventio (4% of validations). There were five ethnic minority
participants at High Peak Food Bank, representing 9% of their total participants.
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Almost half (49%) of participants from Amber Valley, Erewash, Derbyshire Dales & High Peak Cluster have
mental health as a barrier. The majority (71%) of participants at The Bureau have mental health issues,
whilst 47% and 28% of participants at Derventio and High Peak Food Bank respectively have mental health
issues.
Bassetlaw, Newark & Sherwood Cluster
Table A2 shows the demographic break down of participants from the Bassetlaw, Newark & Sherwood
Cluster. There are currently 397 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. A small number (33) of
participants fall under two additional criteria (Hub Coordinator and Job Broker) which are not captured
by either the original or health specialist support strands.
Table A2 – Demographic Analysis of Bassetlaw, Newark & Sherwood Cluster participants

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

Inspire Learning
Original
172
108 (63%)
64 (37%)
(37%)
137
(80%)
35 (20%)
49 (28%)
79 (46%)
3 (2%)
65 (38%)

Inspire Learning Health
Specialist
192
125 (65%)
67 (35%)
92 (48%)
100 (52%)
35 (18%)
161 (84%)
20 (10%)
118 (61%)

Total3
397
254 (64%)
143 (36%)
252 (63%)
145 (37%)
92 (23%)
264 (65%)
25 (6%)
200 (50%)

The breakdown of participants for each of the support strands is 53% (192 participants) for the Health
Specialist Support and 47% (172 participants) for the standard support. Participants across the Bassetlaw,
Newark & Sherwood Cluster are representative of 15.8% of overall participants on the programme. The
majority (64%) of participants across the hub are men.
The split between unemployed and economically inactive participants largely mirrors the picture across
the whole programme, becoming more balanced. The breakdown of unemployed and economically
inactive at 31st December 2019 was 63% and 37% respectively, compared with 86% unemployed on
validation and 14% economically inactive at the end of 2018. The majority of participants (80%) accessing
the ‘original’ service were unemployed upon enrolling on the programme, which remains high but shows
some positive progress given that 97% of participants at 2018 were unemployed.
Around two thirds (65%) of participants at the Bassetlaw, Newark & Sherwood Cluster are considered
disabled. Unsurprisingly the majority (84%) of participants engaged in the Health Specialist Support of
the Inspire Learning organisation have a disability, compared to 46% of participants on the ‘original’
service.

3

Totals include 7 Hub coordinators and 26 Job brokers
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Over a third 38% of standard support participants have mental health barriers, whilst 61% of Health
Specialist Support participants suffer from mental health issues. Such figures highlight the need for the
specialist support in this area.
Representation of ethnic minorities at the Bassetlaw, Newark & Sherwood Cluster are comparable to the
other hubs with 6% of participants across both strands of the support from an ethnic minority group.
Bolsover, Chesterfield & NE Derbyshire Cluster
Table A3 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 333
participants enrol onto the programme from the Bolsover, Chesterfield & NE Derbyshire Cluster,
representing around 13.2% of all participants on the programme.
Table A3 – Demographic analysis of Bolsover, Chesterfield & NE Derbyshire Cluster Participants

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

Workpays

YMCA Derbyshire4

DHA Derbyshire

Total

191
100 (52%)
91 (48%)
161 (84%)
30 (16%)
46 (24%)
56 (29%)
14 (7%)
47 (25%)

87
55 (63%)
31 (36%)
51 (59%)
36 (41%)
36 (41%)
25 (29%)
1 (1%)
9 (10%)

55
31 (56%)
23 (42%)
16 (29%)
39 (71%)
12 (22%)
46 (84%)
1 (2%)
46 (84%)

333
186 (56%)
145 (44%)
228 (68%)
105 (32%)
94 (28%)
127 (38%)
16 (5%)
102 (31%)

As is the case with most of the other clusters, there are more male participants than females (56% males
compared to 44% females) this cluster remains one of the most balanced in terms of gender.
Over two thirds (68%) of all participants were unemployed when enrolling on the programme,
highlighting an impressing rebalance on the figures recorded at the end of 2018, at which 93% were
unemployed upon 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.
Around two fifths (41%) of participants at YMCA Derbyshire are aged 50+, the highest proportion of any
active partner organisation. Over two thirds (38%) of participants at Bolsover, Chesterfield & NE
Derbyshire Cluster organisations are recorded as having a disability, reflecting the programme-wide
position.
Ethnic minorities represented 5% of participants across the Bolsover, Chesterfield & NE Derbyshire
Cluster organisations, in line with the profile across the programme.

4

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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Workpays have supported fourteen ethnic minority participants, representing 7% of validations. One
ethnic minority participant was recorded for each DHA Derbyshire and YMCA Derbyshire.
Derby City & South Derbyshire Cluster
Table A4 outlines the demographic breakdown of participants across Derby City & South Derbyshire
Cluster organisations. The Derby City & South Derbyshire Cluster consists of two partner organisations;
Derby College and DHA (Derby City). Latest figures identify that 385 participants have enrolled onto the
programme across the cluster, representing 15.3% of all programme starts. The split of male and female
participants across the Derby City & South Derbyshire Cluster delivery partners is 50% male and 49%
female (1% unknown). This represents the closest to an even split across genders across clusters.
Table A4– Demographic analysis of Derby City & South Derbyshire Hub Participants

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

Derby College

DHA (Derby City)

Total

245
113 (46%)
130 (53%)
151 (62%)
94 (38%)
40 (16%)
63 (26%)
60 (24%)
90 (37%)

140
80 (57%)
60 (43%)
84 (60%)
56 (40%)
39 (28%)
126 (90%)
26 (19%)
90 (64%)

385
193 (50%)
190 (49%)
235 (61%)
150 (39%)
79 (21%)
189 (49%)
86 (22%)
180 (47%)

As with most clusters, more of participants (61%) were unemployed when joining the programme
compared with economically inactive (39%) participants. Over a fifth (21%) of participants are aged 50+,
in line with the profile across other cluster sites. Almost half (49%) of participants across the cluster have
a disability, which includes 90% 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.
The Derby City & South Derbyshire Cluster also has the joint highest proportion of ethnic minority
participants (22%). The Derby City & South Derbyshire Cluster also has the second highest proportion of
participants with mental health issues as a barrier at 47%. Almost two thirds (64%) of participants at DHA
(Derby City) had mental health issues as a barrier when entering the programme, the second highest
across all delivery partners.
Mansfield & Ashfield Cluster
Table A5 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 452 participants who have enrolled onto the Towards Work Programme - 242 at
Scintilla, 156 at Inspire and Achieve, and 54 at Double Impact.
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Table A5 – Demographic Analysis of Mansfield & Ashfield Cluster Participants
Scintilla
Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health

242
131 (54%)
111 (46%)
187 (77%)
55 (23%)
65 (27%)
114 (47%)
10 (4%)
85 (35%)

Double Impact
(Mansfield)
54
34 (63%)
20 (37%)
40 (74%)
14 (26%)
17 (31%)
20 (37%)
0 (0%)
11 (20%)

Inspire and Achieve
Foundation
156
98 (63%)
58 (37%)
117 (75%)
39 (25%)
0 (0%)
34 (22%)
7 (4%)
23 (15%)

Total
452
263 (58%)
189 (42%)
344 (76%)
108 (24%)
82 (18%)
168 (37%)
17 (4%)
120 (27%)

The gender balance of participants is 58% male to 42% female across the Mansfield & Ashfield Cluster.
Almost two thirds (63%) of participants at Double Impact and Inspire and Achieve foundation are male
compared to only around a third (37%) female. Over three quarters (76%) of participants at the hub were
unemployed when joining the programme, compared to 24% economically inactive. This is the greatest
imbalance of all the hubs, however progress has been made on last year, when 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.
Almost a fifth (18%) 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. Over two thirds (37%) of participants across the cluster were recorded as having a disability
when they enrolled onto the programme. This includes almost half (47%) of participants at Scintilla, and
over two thirds (37%) of participants at Double Impact. In total, 4% of participants across the Mansfield
& Ashfield Cluster organisations are ethnic minorities.
Over a quarter (27%) of Mansfield & Ashfield Cluster participants reported having mental health issues
upon entering the programme. This includes over a third (35%) of participants at Scintilla, 20% at Double
Impact and 15% at the Inspire and Achieve Foundation.
Greater Nottingham Cluster
Table A6 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.
The gender balance of participants across the cluster is 59% male to 40% female, and one participant at
who selected ‘other’ for their gender. The Greater Nottingham Cluster previously included Nottingham
Women’s Centre which is a specialist support organisation which works exclusively with women, which
balances the split in the totals significantly. Women represent only 28% and 26% of the caseloads of
Babington and Double Impact respectively, whilst Groundwork engaged with more women than men at
51% compared with 49%.
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Table A6 – Demographic Analysis of Greater Nottingham Cluster Participants
Babington
Total participants
Male
Female
Unemployed
Economically Inactive
50+
Disabled
Ethnic Minority
Mental Health

174
125 (72%)
49 (28%)
133 (76%)
41 (24%)
38 (22%)
85 (49%)
36 (21%)
66 (38%)

Double Impact
Nottingham5
142
104 (73%)
37 (26%)
89 (63%)
53 (37%)
25 (18%)
39 (27%)
20 (14%)
62 (44%)

Groundwork Greater
Nottingham
122
60 (49%)
62 (51%)
53 (43%)
69 (57%)
24 (20%)
40 (33%)
29 (24%)
37 (30%)

Total6
577
343 (59%)
233 (40%)
386 (67%)
191 (33%)
114 (20%)
209 (36%)
137 (24%)
185 (32%)

The split of participants’ economic status upon joining the programme is that around two thirds 67% were
unemployed and 33% were economically inactive, which is comparable to proportions observed across
the programme as whole and again highlights that progress was made throughout 2019 in rebalancing
those engaged. A fifth (20%) of participants across the hub organisations are aged over 50.
Almost a quarter (24%) of participants were ethnic minorities, well above the programme rate, but not
altogether surprising given the profile across the patch. In total 209 participants across the Greater
Nottingham Cluster had a disability, which represents 36% of all participants enrolled at the
organisations. Around a third (32%) of participants at the Greater Nottingham Cluster organisations had
mental health issues, which includes almost half (44%) of participants at Double Impact Nottingham.

5

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

6

Totals include those participants recorded for Micro-Hubs no longer delivering on the programme.
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