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1 introduction to the evaluation of BOWL

1.1 This reports sets out the findings of the evaluation for Building Opportunities in Workplace Learning (BOWL), a project managed by the TUC and delivered in Partnership with the Basic Skills Agency, UfI Learndirect Ltd and the National Learning and Skills Council.  The project has been funded by European Social Funding (ESF) money through the EQUAL funding stream from the period 2002 to 2005.    The TUC has operated as the lead, but Equal funded projects place a good deal of emphasis on developing partnerships which are sustainable and help develop innovative approaches and practices.  As such, the evaluation is commissioned by the TUC, but the report is written in terms of offering feedback on the project to all its partners.     

1.2 The report is structured as follows:

· Section 1 introduces the project, its aims and objectives and the development of the evaluation methodology;  

· Section 2 offers a brief summary of the outputs and outcomes of the project;

· Section 3 details the participation, progressions and effectiveness of the stakeholders;

· Section 4 details some outcomes from a sample of learners;

· Section 5 draws some conclusions and proposes recommendations.    

Aims and Objectives of BOWL

1.3 There are a number of themes within which Equal funded projects are required to operate.  These include:

· Working in partnership;

· Equality of opportunity;

· Innovation;

· Trans-nationality
;

· Empowerment;

· Mainstreaming.

1.4 The project was designed to address the range of themes by developing structures to work with people who are disadvantaged in the workplace.    The focus was to trial models of working in partnership with sector and regional/local partners and to develop routes to workplace learners for people who may face substantial barriers to participation in learning and training.  The main focus of the activity has been to:

· identify barriers to participation, progression and effectiveness in workplace learning across a range of sectors and stakeholders;

· developing resources, tools and networks to equip ULRs to carry out their role more effectively and to develop opportunities for learners to engage in learning with a more flexible approach;

· pilot activity in sectors to develop models of partnership working to increase opportunities for workplace learning; 

· recruit and train Union Learning Representatives (ULRs);

· increase participation of employers and workplaces in the learning agenda;

· increase participation in learning among the workforce..

1.5 Activity regarding the development of sector models has been an innovative approach adopted by the TUC intended to underpin current activity in developing the learning agenda.  The rationale for this activity is supported by the development of the Sector Skills Councils, the Workforce Development Strategy adopted by the Learning and Skills Councils and sector focus of union activity.

1.6 The aim of the sector pilot activity has been to focus on a small number of sectors to trial the approach of sector based working to meet project objectives.  Key features of various sectors were reviewed to include sectors which demonstrate low levels of engagement with the workforce development agenda. Characteristics of these sectors include:

· large proportion of the workforce with poor levels of basic skills;

· flat employment structures and a lack of career opportunities;

· female dominated workforce;

· ageing workforce;

· low wage and low skill requirements ;

· lack of a culture of learning and training at the workplace;

· recruitment from minority ethnic groups and those whose first language is not English; 

· low levels of union recognition;

· lack of employer support in skills development.

1.7 The five sectors identified at the beginning of the project were:

· Retail in the North West: the focus of activity was to encourage large supermarkets to support learning in the workplace through the recruitment and training of ULRs;   

· Local Government in the North East: the focus was on integrating with current union activity to identify ULRs and to develop networks to support;  

· Print in Yorkshire and Humber; the focus was to develop Basic Skills provision in the sector through mapping and reviewing course material at Leeds College of Technology and to develop a Learning Centre in GPMU Brach office in Leeds which would be linked to UFI Learndirect facilities via the TU Sector Hub;

· Hospitality in London and the South East: the focus was to develop new online materials using Learndirect resources and to work with the Basic Skills agency to ensure that products were appropriate for the sector in terms of meeting the needs of minority ethnic groups;

· Transport in London and the South East: the focus was to develop basic skills of the workforce, to improve access to IAG, to develop systems to support training and development and to work with employers to improve skills and productivity; 

· Rural – Cornwall project: The focus has been on the rural nature of the workforce and on understanding the issues this presents in terms of accessing learning.   

1.8 As the project developed there were issues with sector pilot activity in the transport sector and, as a result, a decision was taken to withdraw support for this pilot.  This was based on the fact that there was a large amount of support from other projects and partners working within the basic skills context in this sector.  It was felt that the EQUAL project had limited scope to add value to this work at the time of project set up.  EQUAL is about adding value and innovation and it was felt, after consultation with sector partners, that support could be better delivered in other areas.  As a result, a rural project was included in 2004 supported by TUC Learning Services Cornwall.

1.9 Within this pilot approach, the project has developed a framework of delivery constructed around the themes of Participation, Progression and Effectiveness (PPE).  This model identified the key stakeholder in BOWL as:

· ULRs;

· Employers;

· Unions;

· Learners.

1.10 For each of the stakeholders, the definition of PPE was consulted with the Development Partnership.  This allowed measures to be identified through which the sector pilot could establish the effectiveness of the model of delivery.  The full table developed as a pro forma and adapted for each sector pilot, is shown in Annex A. 

1.11 Over the life of the project, there has been a increase in focus to further develop the role of the ULR to establish particular training and support needs to ensure that those ULRs currently trained, remain active and effective.  This has included an emphasis on developing resources and training for ULRs. 

Project Design

The Development Partnership

1.12 To build opportunities in workplace learning, an appropriate partnership was constituted to develop solutions to combat identified barriers.  Figure 3.1 represents the development of project activity and resources in terms of addressing the barriers to workplace learning.  Planned project activity included defining the barriers to workplace learning, trialling approaches through sector pilot activity and developing resources to support ULRs and learners.  

1.13 The key aim was to ensure better access to a wide range of learning developments being offered by partners to those traditionally marginalised and to ensure that the design of new resources is better informed by direct participation and consultation of the target group.  The TUC identified key partners to work together in EQUAL with the aim of developing and trialling solutions to reduce barriers in the workplace and to increase opportunities for learning.     

The activities of each partnership in broad terms are set out below: 

· TUC – lead partner with particular project responsibility for leading and supporting sector pilot activity, ULR resource and skills development; engaging the unions; developing a forum for sharing best practice;

· Basic Skills Agency – to work with national and sector partners on the planning and implementation of initiatives to ensure due consideration is given to the basic skills dimension including ESOL;  to identify and undertake specific initiatives as appropriate in which the BSA can contribute to the PPE agenda of each pilot;

· UfI – to develop, pilot and evaluate innovatory tools and resources to enable learners to access e-learning resources including courses and information on progression routes to encourage long term planning for lifelong learning;

· National Learning and Skills Council - To initiate joint working where appropriate and sharing lessons learned across sector pilot activity with particular reference to Employer Training Pilots aimed at increasing participation and qualifications; 

1.14 In addition to the registered Develop Partnership members, the TUC were also working to develop links with the National Training Organisations nationally and regionally to support sector approaches to learning.   

Resource Development 

1.15 UFI/Learndirect – UfI as part of their core business, had already developed on-line products to help learners engage with accredited courses at Level 4.  The aim, as part of BOWL, was to expand the offer to Level 2 and Level 3 learners to bridge the gap in learning and to demonstrate progression of opportunities to learners at the Level 2 stage.  UfI needed to understand the needs of learners in order to develop the course and to ensure appropriate support for this level of learner.   BOWL offered the rare opportunity for UfI to trial their products on learners in the workplace to ensure they were suitable and accessible.  

1.16 Basic Skills Agency – The development of resources and training materials has been supported by the Basic Skills Agency, in particular the development of the Essential Skills course to ensure ULRs remain active in the workplace.  This has been trialled and tested at Newcastle in the Learning Services North East Learning Centre at Newcastle College.  The content of the course has been developed in partnership with the Local Government Sector Pilot and has helped develop ULRs own essential skills in order to equip them with the skills and confidence to go out into the workplace and be an advocate for learning.  
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Aims of the Evaluation

1.17 The aim of the evaluation has been to identify to what extent activities included in BOWL have added value to the operations of the TUC in its agenda to increase participation of key stakeholders in the learning agenda.  As well as identifying the successes of the project in terms of outputs and outcomes, the evaluation has addressed the degree to which the TUC has focussed on the key themes of EQUAL outlined above.

1.18 The stakeholders included in the evaluation are:

· TUC Partners;

· Union officers;

· Union Learning Representatives;

· Employers;

· Learners.

Methodological Approach

1.19 The evaluation includes formative and summative elements.  Both elements included primary research with participants from stakeholder groups.

1.20 Research included a mix of qualitative and quantitative research to report on the following:

· characteristics of participants, including the review of learner/ULR profile and representation of groups traditionally marginalized in workforce learning; 

· prior learning/workforce learning experience; 

· existing workforce development policy/strategies of employers and unions;

· expectations of the benefits in the project activities of all participants;

· expectations of the support offered to them through the project;

· learning outcomes – learners and ULRs; 

· impact on the development of learning strategies of employers, unions and partners. 

Developing the Research Measures 

1.21 A set of evaluation measures were developed in consultation with project partners. This was achieved though workshops to review the objectives of project activities. This helped develop a shared view of expected outcomes from the programme and to define measures of success. 

1.22 It is important to stress that, in line with project objectives, the focus of the evaluation has been on assessing the degree to which the pilot models have facilitated the delivery of PPE for each stakeholder and not on the outcomes of PPE per se.  The emphasis of the project has been on developing solutions through partnership activity and to learn from the experience of the Development Partnership and the sector pilot activity.  The evaluation has therefore focussed on:

· partnership work and models of sector pilot delivery;

· engagement of unions, ULRs and employers;

· management of the project and pilot activity;

· sharing of good practice.

1.23 Data collection tools included a range of material developed to generate data to ascertain the PPE of each stakeholder.  A particular focus has been on ascertaining the skills, knowledge and support required for ULRs to enable the PPE model to succeed.  The approach has been to take a longitudinal analysis to establish progress. The range of tools included:

· consultations with TUC project workers;

· consultations with Development Partnership members;

· baseline surveys for Union Learning representatives;

· follow up consultation with Union Learning Representatives;

· learner survey;

· topic guides for employer consultations;

· focus groups with ULRs

· ULR and learner data generated as part of TUC Learning Services project monitoring systems;

· progress reports generated as part of the requirements of the funding. 

1.24 In terms of the evaluation, key questions were developed at the national project level and these are shown in Table 1.1.

	Table 1.1: Key Evaluation Questions

	Stakeholder
	Area of investigation

	TUC/DP 
	What are the most appropriate ways of developing a sector based approach to workplace learning?

What are the gaps in delivery?

How have the TUC and partners, through sector pilot delivery, responded to the barriers in delivery?

	Unions
	How have unions supported the learning agenda?

What approaches have the unions taken?

How have they shared the models of delivery across partners in the sector pilots?

	Employers 
	How are employers engaging in the project?

What are the barriers to their engagement?

What is their opinion of the added value of the ULR model?

How are employers supporting ULRs in the workplace?

	ULRs
	How is the project able to increase capacity for ULRs across pilot areas?

What are the barriers to this increase?

How active are the ULRs in each sector?

What are the support needs of the ULRs and how do they differ across the sectors?

	Learners
	What are the opportunities for learning in the workplace in each sector?

How are the sector pilots able to reduce barriers and encourage learners to engage in learning?

What type of learning is appropriate?

What are the key factors which have to be present to engage learners?


1.25 The next section details outputs and outcomes of the project activity including the trialling of sector pilot activity and the development of resources.  

2 outcomes of BOWL

Introduction

2.1 This section provides a summary of the outcomes of BOWL against the original objectives as set out in the Development Partnership Agreement (DPA).   The detail in terms of the models of delivery within each sector pilot is shown in Annex B and outputs in terms of capacity building indicators identified in the PPE model are described in Section 3.  

2.2 The objectives of BOWL identified in the DPA included:

i) identify barriers to participation, progression and effectiveness in workplace learning;

ii) to develop new approaches, networks, tools and learner support materials to address participation, progression and effectiveness in workplace learning;

iii) to develop and pilot PPE models in four to five sectors;

iv) to develop models for information, advice and guidance services in the workplace. 

2.3 This section begins by looking at how the BOWL project engaged with the barriers to learning and follows on with the approaches taken to support learning in the workplace as shown in Figure 1.1. 

1. Identifying the Barriers to Workplace Learning

2.4 The TUC has remained clear of the need to keep the learning agenda a high priority among partners:

“In the general enthusiasm for the learning agenda, it might be easy to imagine that no-one’s getting left out.  But that’s all it would be, imagining.  We live in a divided society where social exclusion on grounds of gender, race, age and disability continues to deny some the opportunities that should be available to all…learning is not immune from the inequalities in the rest of society.” (Liz Smith – Head of TUC Learning Services)

2.5 Members of BOWL DP have a high level of awareness regarding the barriers to learning and have brought their particular areas of expertise to the project.  Early on in the project, the DP worked together to develop an Equal Opportunities statement which articulated particular barriers to learning which were to be addressed over the life of BOWL.  These included:

· information about learning opportunities;

· confidence and motivation to take part;

· family and caring responsibilities;

· direct or indirect discrimination

· Skills for Life including ESOL needs;

· shift work;

· lack of flexible provision;

· disability (including learning difficulties such as Dyslexia);

· employer support;

· IT skills and resources.

2.6 In addition, the TUC has drawn on its resources using a wide range of research which details particular issues faced by Union Learning Representatives.  Research carried out to evaluate the effectiveness of Learning Services showed that just under 70% of ULRs face some form of difficulty in carrying out their learning rep role
.  The key barriers faced by reps were detailed as follows:

· lack of time for learning representative activity;

· lack of interest/apathy from colleagues;

· lack of support from management;

· lack of facilities/resources.

2.7 The project has also drawn on existing capacity from within Learning Services to undertake research and information activities on behalf of the TUC to ensure that project partners are up-to-date with current issues and activities connected to sector skills development and workplace learning.  

2. Developing New Approaches, Tools and Resource Development

2.8 BOWL has brought together a range of strategic partners to work in a new way to engage with learning in the workplace.  The focus has been on developing a sector approach, operating in partnership with unions, the National and local Learning and Skills Councils, National Training Organisations, the Basic Skills Agency and UfI.  The TUC and the National Learning and Skills Council have developed a formal partnership which has been ratified through the Trades Union Congress and Learning and Skills Council Protocol which was launched in March 2005.  This states:

“the TUC and the LSC will work positively and actively together, nationally, regionally and locally to help maximise the contribution of each organisation to promote learning and skills and raise demand on young people, adult and employers” .

(Trades Union Congress and Learning and Skills Council Protocol, March 2005)

2.9 The TUC and the LSC have worked together to develop a common understanding of the needs of sectors through the sharing of activities in the TUC sector pilots and the LSCs Employer Training Pilots.  However, it is unclear how much both pilots forged operational or delivery links on the ground and there was little union involvement planned in the Employer Training Pilots.  The formal agreement should improve opportunities for closer partnership working. 

2.10 Work with the Basic Skills Agency has been very successful.  There has been ongoing support and dialogue at the national DP level which has been supported by developmental work in the sector pilots, particularly in the Print and Local Government Sector pilots.  Resources developed to support learners access on-line learner support have been developed in partnership with the BSA to ensure a ‘user friendly’ interface for Skills for life Learners.   Awareness of Skills for Life has being a key focus in terms of ULRs skills and resource development (see below under resource development).

2.11 Partnership work with NTOs (SSCs) has been limited, particularly at the local, pilot delivery level.  There has been good examples working with Print and Graphics NTO and there has been some contact with the Hospitality Training Foundation, but there were difficulties in generating an ongoing dialogue and partnership at this level.  This may be partly due to the somewhat developmental nature of SSCs and access to regional support from NTOs being underdeveloped at the time.

Provision of Sector Skills Information 

2.12 To ensure that DP members and all partners involved in project activity were kept up-to-date on the issues and barriers affecting learning in the workplace, an extra-net was established which contained information generated from the Marchmont Observatory on sector specific skills needs and barriers.  This was supported by regular information on sector specific activities undertaken as part of the project.  An example of the type of information posted onto the extra-net for the Print Sector is shown in Table 2.1. 

	Table 2.1: Information Provided for Print Sector Activity

	· An Initiative Map which detailed the plan of activities for the Print sector pilot which was regularly updated;

· Reports from the Print National Training Organisation (PGNTO) on recently published documents on the skills needs and skills gaps of the sector;

· Information on funding for Print sector activity which has been drawn down from the SSDA.  This is to be used for further research into sector specific training needs;

· Launch of GPMU Learning Zone in Central Midlands which gives information on opportunities for Union Learning Representatives to develop links with local employers;

· Specific learning opportunities for print workers who want to tap into basic skills courses on computers at Leeds with links to relevant project information.




2.13 The use and value of the information was recognised by the TUC in terms of keeping up-to-date with development, but it is not clear how the information was used at the sector pilot level. 

Learndirect Resource Development 

2.14 The BOWL project has produced a range of innovative approaches to improving learning opportunities in the workplace, the most notable one being work with the University for Industry through Learndirect products to produce on-line methods to improving learner autonomy and management of their own learning. The resources were designed by a cross-team UfI group as well as national learning experts. Innovation has included two areas of development: 

· learner toolkit;

· course finder

Learner toolkit

2.15 The learner toolkit has been developed to help learners to plan and manage their learning, helping them to become more confident and autonomous.  The structure of the learner toolkit was designed by a cross-team UfI group as well as national learning experts.  The final product, consisting of a set of online tools to help learners manage their learning, includes the following tools:

· an online calendar, where learners can plan their learning time, and appointments with their tutor;

· ‘my organiser’, where learners can reflect on what they have done in the past, and plan what they want to do in the future (this tool is supported by a large bank of help and guidance, plus CV templates and guidance);

· ‘course notes’, where learners can make online notes on their course or copy and paste material from their course;

· ‘my learning websites’, where learners can make a note of useful learning websites they use for easy future access;

· ‘my own learning’, enabling learners to record and manage their learning outside of Learndirect;

· ‘my personal notebook’, for any other notes.  

2.16 Consultations with tutors delivering Skills for Life courses at the TUC Studies Centre at Newcastle College and at British Bakeries Newcastle were held to ensure that the Learner Toolkit would be accessible to learners on Skills for Life courses.  A wide range of suggestions were received relating to the individual features within the Learner Toolkit.  There was general agreement that the language in the prototype ‘my organiser’ was too technical/complicated for the average Skills for Life learner.  It was suggested that the language should be simplified, and attention should be given to structuring the text (avoid large chunks of text and include space around the text).  Testers agreed that the use of icons/images would make the pages more attractive to learners.

2.17 Finally, it was stressed that, even with a comprehensive Learner Toolkit, possibly including CD/online walk-through and fold-out leaflet with guidance, Skills for Life learners would still need the support and encouragement of their tutors, particularly when first using  ‘my organiser’.

2.18 Stage Two of the research program concentrated on obtaining feedback from Skills for Life learners in the field regarding the new demonstrable prototype. The feedback examined opinions regarding both the functionality of the new product and the look, feel and design and usability of the now branded learner toolkit, and aimed to inform the final product.

2.19 The Print sector pilot also facilitated the trialling of the Learner Toolkit with learners who were undertaking some e-learning through ‘Print out your Future’ (a ULF funded project). 

2.20 The Learner Toolkit is now available for use by learners who participate in Learndirect 

Course finder

2.21 A UfI survey concluded that one of the main reasons for non-completion of Learndirect courses was that the learner was on the wrong course. The Course Finder was designed in order to tackle this, by helping learners to find the right Learndirect course for them. The Course Finder is developed to be an online tool, available on the Learndirect website. Learners respond to a series of questions, at the end of which they are presented with a list of Learndirect courses which might be suitable for them, based on their responses. They are also encouraged to make use of optional packages within the Course Finder, two of which have already been developed; the literacy and numeracy screener, and the learning styles questionnaire.

2.22 As part of the BOWL project workshops were held early in 2003 with ULRs with the aim of investigating ULRs views on the proposed products.  The results from the research fed into the development of the Work-Based Learning Route, a framework for delivering work-based programmes of learning through Learndirect.  Concurrently a telephone survey with a sample of 200 ULRs was undertaken to establish:

· their working environment and its restrictions;

· the prevalence and type of work-based and e-learning in the ULRs’ workplaces;

· feedback on the planned Work-Based Learning Route.

2.23 UfI concluded that flexible online learning would be a useful means of overcoming the most common barriers to employer-supported learning cited by the ULRs (times of day at which courses are run, cost of training, cost of giving staff time off).
UfI carried out pilot activity with classroom assistants in Derby who were participating in a level 3 NVQ qualification and were using the workbased learning route as a support mechanism.  Conclusions drawn from this pilot activity have shown that some learners identified advantages of online content, particularly the flexibility of learning patterns and the ability to revisit work.  However, they were not keen on the idea of a course delivered completely online. They stressed the importance of some physical interaction with both the tutors and other students. 

2.24 The Course Finder has been fully researched and a prototype has been developed and tested and the final version is due to be developed shortly.  
Developing the Skills and Knowledge of ULRs

Basic Skills Agency - Development of Essential Skills for ULRs

2.25 It has been well recognised that many ULRs have been trained but remain inactive due to a range of issues and barriers.  An Essential Skills course was designed in partnership with the Basic Skills Agency to address reps own skills and knowledge, to give them greater confidence in their own ability.  A key output was to ensure that ULRs were aware of the information advice and guidance available through TUC Learning Service, providers, Learndirect, local IAG services and other support agencies.  

2.26 ULRs have undergone a range of learning and training to improve their skills including a bespoke course developed to address the essential skills required to carry out the role.  This course is mapped to the Adult Literacy and Numeracy curriculum at Level 2.  It is a ten week course which has been piloted twice through Northern TUC Learning Services.  Briefly it includes the following areas of activity:

· understanding the role of ULRs;

· recording information;

· facilities of local libraries;

· equality issues;

· developing research skills;

· preparing and writing reports;

· core curriculum and online qualifications;

· the union branch organisation and how ULRs fit within the structure;

· negotiating skills;

· interview skills;

· completing individual learning plans;

· understanding evaluation and statistics.

2.27 [image: image9.bmp]ULRs participated in a focus group as part of the evaluation to ascertain the benefits of the course.  From an observational point of view it was clear that the ULRs felt ‘re-energised’ in their role and all were enthusiastic about going back into the workplace.  The general comments included feeling like they knew much more about their role now and felt better equipped to carry out their responsibilities.   This quote indicates the regard for the new course:

Equalities and Diversity Awareness

2.28 BOWL has successfully focussed on Equal Opportunities and Diversity throughout the project.  Pilot co-ordinators held a meeting to discuss equalities issues within the BOWL project to develop a common understanding of what equalities meant and what the project was trying to achieve.  Discussions were based around two central issues:

· What does equalities mean for us?

· What are we trying to achieve through promoting equal opportunities?

2.29 In response to this workshop, BOWL developed an Equality Strategy “Promoting Equal Access to Learning in the Workplace” to ensure that its activities were, and remain, accessible to traditionally disadvantaged groups in the labour market.  The key focus has been on extending the awareness and understanding of equal opportunities in the workplace among key agents responsible for promoting equality, namely ULRs and unions.

2.30 The TUC has provided support to its ULRs and union on equality issues through:

· support networks and conferences for those working with equal opportunities groups;

· regular newsletters highlighting new developments and good practice;

· developing new on-line materials such as a ULR course on equality and diversity;

· recruitment an Equal Opportunities co-ordinator.   

2.31 Support networks include a range of unions and pilot co-ordinators who attend meetings to discuss the strategy.  A conference was held in Leeds focussing on ‘Promoting Diversity in the Workplace: Improving Performance in Business and the Public Sector through Racial Diversity’.  Speakers were drawn from the Commission for Racial Equality, the Sun Newspaper, Yorkshire Water and USDAW and reflect the varied partners coming together to discuss equalities in the workplace.  

2.32 The conference was attended by approximately 80 ULRs. Workshops regarding legislation and the benefits of diversity focused on emerging issues of religion and sexual orientation.  It was pitched at the right level and through a series of case studies provided participants with a decent understanding of the new rights under these areas and ULRs stated they had a much better understanding of the issues.
2.33 Resources have been developed to increase the awareness of Equal Opportunities and Diversity issues among ULRs and offer a range of information regarding activity happening across the sectors as well as new learning opportunities through Learndirect and the TUC Leardirect Hub.

3. Develop PPE Models in the Workplace

2.34 To encourage a specific focus on PPE models for the workplace, sector pilot activity began with the development of a workplan by sector pilot partners.  Workplans were established through an iterative process using ideas from partners, particularly unions engaged in each sector.  This was a very successful way of ensuring support from unions and in establishing expected areas of activity and outputs.   

2.35 Figure 2.1 shows the overall approach in terms of engaging the relevant stakeholders in sector pilot delivery.
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2.36 This diagram shows how the sector pilot model delivery has developed to include the range of key partners responsible for developing learning in the workplace.  The Basic Skills Agency, the Local Learning and Skills Councils and colleges (CoVEs) have all been involved in varying degrees in each pilot.  These partners have formed a steering group from which activity has been identified and devolved through various partner agencies including sector unions at both the branch and national level.  Partnership activity with employers has not been formalised in any of the sector pilots and links have been forged through working directly with ULRs, unions or sometimes colleges.  

2.37 Recruitment of ULRs and learners has been approached differently and the TUC and partners have utilised opportunities within each sector.  Types and models of delivery have varied and have been determined by a number of factors: 

· existing levels of TUC / union project activity which can be capitalised on by EQUAL;

· current levels of union representation within sectors;

· some project workers have worked full time on sector pilot activity and some working part-time and this has affected the level of activity and the degree of success.

2.38 Sector pilot activity has focussed on different aspects of the PPE model and this is summarised in Annex A.

Development of Partnerships in the Pilots

2.39 Partnership meetings have been on the whole, well attended, particularly in the early stages of the project.  There has been good representation from all sector unions, the local Learning and Skills Councils, the Basic Skills Agency and local further education sectors.  However, there was a low level of support from (what was then) the National Training Organisations at the local level with the exception of the Print NTO in the Print sector. 

2.40 Some sectors such as the Local Government sector have been in a position to establish a large partnership, drawing on well established links with other projects and networks.  Other sectors such as Hospitality, Print and Retail sectors have worked with a smaller partnership, more focused on identifying opportunities for recruitment and development activity of Union Learning Representatives initially. 

2.41 The Hospitality Sector has struggled to maintain an effective partnership due to the range of sub-sectors sharing little common ground.  In addition, there were difficulties engaging with the unions and effective delivery of the workplan has been reliant upon the TGWU and GMB Regional Education Officer and Regional Industrial Organiser.  This has not been an ideal situation and the TUC project worker has felt unable to have full control the direction and effectiveness of pilot activity.   

2.42 As the pilots have progressed, there has been some frustration expressed on behalf of the TUC project workers as to how the unions have supported the project and how they have engaged with the sharing of best practice.  This is not to say that outputs and actions have not been fed back in reports at  meetings, but more that there was little attempt to establish what worked well and why, and how other unions could learn from the successes.    This was particularly apparent in the Retail Sector pilot where USDAW was extremely active in the learning agenda and the TGWU were less well advanced.  

2.43 Detail in work plans varied and contained a mixture of outputs and outcomes and it was not necessarily clear how the outcomes were to be achieved.  For instance, the Retail sector pilot developed targets, with no clear articulation on how targets were to be achieved or how they had been calculated.  The Local Government developed a work plan with definitions of activity, timescales and responsibilities, but it was not always clear how these activities contributed to outcomes related to the PPE model in BOWL.   For instance, “Map ‘Digital Divide’ project on progression routes for ULRs and learners”.  Although this is relevant activity, it is a project within a project and it is not clear how this added value to the specific measure detailed in the PPE model.

2.44 As a result of this, there was sometimes a lack of focus in meetings and original workplans were not reviewed resulting in TUC project workers losing control of the direction of the pilots.  This was somewhat exacerbated by difficulties in communication between project workers and unions.  Lessons learned from managing sector pilot activity are detailed in Section 5.

Key Aspects of Sector Pilot Delivery

2.45 Local Government sector pilot has concentrated on both recruiting and developing progression of ULRs, building on existing union activity within Local Government.  It has developed a strong regional network of ULRs in which best practice regarding developing workplace agreements and identifying basic skills needs in the workplace have been shared.

2.46 The Retail sector pilot has developed a model of mobile ULRs to work across a number of stores.  This has been a successful way of utilising the skills and experience of trained ULRs in a sector which has a low union density.

2.47 The Hospitality sector has operated through regional union structures to develop links directly with employers. It has also worked through migrant workers associations who have links with non-English speaking workers in the sector.   Due to a low union density in the Hospitality sector, the pilot has worked with colleges who are already actively supporting ULRs in their training and development.

2.48 The Print sector has developed direct links with employers via the TUC project worker and has worked with the CoVE to build on existing sector skills development activity funded through ULF.  It has encouraged the development of ULRs by training ULRs to become teacher support workers to assist learners on e-learning courses provided through Learndirect .

2.49 Rural Cornwall project activity has focussed on developing strategic links with organisations such as the Learning Partnership and other workforce development networks.  This has facilitated approaches both in the education sector and the National Health Service which are supported at the local authority level.  Strategic TUC support has been an important approach in Cornwall as it has been reported that structured union activity operates at a lower level due to lower union membership.  

2.50 Union support in the sector pilots, has, on the whole been good, although the degree to which the TUC project workers have been able to control the direction of activity has varied.  This was, in part, due to a lack of focus on progress against sector work-plans, but was also symptomatic of the high level of autonomy with which unions tend to operate.  TUC project co-ordinators expressed some frustrations at the low levels of engagement with the work-plan.  Certain sectors such as Retail could have exploited the expertise of USDAW in terms of sharing best practice around developing flexible models of delivery across retail stores.  See section 3 and Annex B for more detail.  

4. Develop Models for Information, Advice and Guidance in the Workplace

2.51 To a large extent, IAG support for ULRs has been very much a part of the sector pilots. Project workers and union officials have supported the development of ULRs through holding regular meetings and making visits to workplaces.  This approach is particularly important in both the Retail and Hospitality sector where union structures and hence, support for IAG are low.  

2.52 To develop awareness about IAG across all sectors, the TUC has delivered a number of conferences and workshops on Information Advice and Guidance and has produced a handbook for TUC Learning ULRs.  This gives information regarding the function and purpose of IAG and importantly sets IAG within the context of operating on behalf of union members and details methods of how to get IAG into the workplace.  Initial baseline research on ULRs, carried out as part of the evaluation, showed a high level of need for IAG support and in particular training about how to carry out IAG in the workplace.  

2.53 Skills in IAG are taken seriously by the ULRs which is a positive recognition of the importance of giving good quality IAG.  ULRs who were newly recruited were less confident about giving effective IAG.  Few felt that they had the right level of information about course options to give direct advice on what learning would applicable. 

2.54 The more experienced ULRs operating as mobile ULRs in the Retail sector were more advanced in their role and had developed links with local providers and were in a better position to talk about developing course provision.  One of the key messages is that ULRs need to be networked with local providers to begin a dialogue between colleagues, employers and providers on current training needs.  Typically this dialogue is generated through union project workers operating as support networks for workplace ULRs.  When project workers are withdrawn, this partnership is unlikely to operate.

2.55 The sector pilot activity has developed structures of support over the life of the project which operate at both the union branch level and the regional level.  The development of ULR forums are a good way of providing advice and support across the disparate Local Government sector.  The Retail sector has concentrated on small group support from the unions at the district and national level.  The biggest challenges are faced in the Hospitality sector where union support is low.    

Brief Summary

2.56 The BOWL project has successfully engaged with all objectives specified in the original bid and in particular has worked well within the context of the themes of Equal.  

 Working in Partnership

2.57 The project has developed a range of partners who have supported the sector pilot delivery and have helped developed materials and training resources for use in the workplace.  Products have been developed, trailed and tested on the target group to ensure suitability and user friendliness to learners with Skills for Life needs.  

2.58 The project has trialled sector based delivery models in partnership with the unions representing members in the sector pilots.  It has drawn on expertise from with the National Learning and Skills Council and local colleges, some of whom are the designated CoVE for that geographical area.  There have been some issues regarding the development of sector pilot delivery and the extent to which the pilots have facilitated the sharing of best practice both within the pilots and across the range of pilots and this is detailed in Section 3.

Equal Opportunities

2.59 The project has developed clear understanding of what Equal Opportunities meant in terms of BOWL project delivery.  Partners developed a strategy to ensure objectives were delivered within the context of Equal Opportunities and focussed on developing methods to ensure that those most discriminated in the workplace were included in the sector pilot.  This included part-time and low paid staff in all sectors as well as workers in the Hospitality sector, some of whom were not affiliated to unions.  

2.60 The project also developed materials and conferences to raise awareness about Equal Opportunities and Diversity issues among ULRs.

Empowerment

2.61 BOWL has focussed on developing support mechanisms for learners and ULRs in the workplace to increase self confidence and skills in people to enable them to progress.  Development of e-learning products to facilitate greater levels of learner autonomy is an important step towards empowering people to engage in learning and skills development.  Learners have also been consulted over the life of the project regarding product development and their opinions regarding additional learners support requirements have been built into the design of e-learning product development. 

2.62 ULRs operating across all sectors have been a key focus of BOWL and resources and training have been developed with the specific intention of addressing their needs in order to ensure they feel empowered to operate in their role.  The development of the Essential Skills Courses, the ULRs handbook and IAG demonstrate the support which BOWL has facilitated.  The TUC are also encouraging unions and ULRs to develop formal agreements in the workplace which will help develop official links with learning strategies and ensure sustainable support from employers.   This is still an area which requires a high level of focus.

2.63 In addition, the evaluation has consulted with learners and ULRs to ascertain the degree to which they have benefited from the outputs of BOWL.  The focus on progression and effectiveness of ULRs and learners ensures that the project focuses on successful outcomes of activity and not just on targets in terms of recruiting beneficiaries.   

Innovation

2.64 The TUC has developed strong links with Learndirect through TUC Learndirect hubs and BOWL has facilitated the development and trialling of products to offer greater opportunities for learners who have limited access to formal training courses.  The partnership work with UfI has shown how innovation can be successfully delivered in partnership through regular trialling and amending products.  The Learner Toolkit is now available online and learners are able to utilise the functions to support learning.  The course finder is a long term development and will continue beyond the life of the project.     

Mainstreaming

2.65 Many of the courses and materials have been developed and are available has hard copies and on the TUC Learning Services website.  Sector pilot activity is to be disseminated at a workshop with key partners during Action 3. Development of partnerships with unions and the TUC and the development of sector models will be disseminated and any gaps in delivery will be identified using results from the evaluation.  There are opportunities under Equal Round 2 to develop the infrastructure to further support the learning agenda in the workplace across the range of sectors.   

3 BOWL: Building capacity for workplace learning

3.1 This section discusses the issues concerning PPE of ULRs and employers in BOWL.  Detailed results from the Learner Survey are shown in Section 4.   Due to the range of delivery models across the sector, the evaluation has captured different aspects of activity in the sectors and it is has not been possible to generate information on the participation, progression and effectiveness of each stakeholder in all sector pilots as detailed in the PPE model.  This issue is explored in Section 5.  This section covers

· levels of participation of employers across all sectors;

· levels of participation of unions;

· levels of capacity building / participation of ULRs within each sector;

· progression and effectiveness of a sample of ULRs.

Participation, Progression and Effectiveness of Stakeholders

Employers

3.2 Management information has been generated throughout the project to show the numbers of employers who have been given support through BOWL.  This support centres around developing relations to ensure that ULRs are supported in their activity in the workplace.  

	Table 3.1: Employers Supported by Bowl



	Sector
	Total

	Local Government 
	7

	Print
	10

	Hospitality
	3

	Rural
	11

	Retail
	0

	Total number of employers participating
	31


3.3 This does not include all activity which has been delivered across the sectors.  The TUC and unions in particular have worked in a number of workplaces where there has been no formal recognition of support.  This is particularly so in the Retail Sector where there has been a lot of activity involving Sainsbury’s supermarkets in the North West.  

3.4 Information regarding support from employers has been generated through discussions with ULRs, consultations with union project workers and consultations with employers.  The level of engagement with employers, in terms of the evaluation, has been lower than we had anticipated and it has been difficult to get access to the right person who is able speak about the benefits of the ULR model.  In many cases there has been limited direct involvement of union co-ordinators and TUC project workers with employers.  

3.5 There have been issues regarding the recording and monitoring of outputs in the project.  The evaluators are aware of employers who have been engaged in the project but there has been no official ESF recognition of this.  This is partly due to the fact that activity has been conducted though unions and the TUC project workers responsible for pilot activity are not in control of generating monitoring data.  However, this is in someway a symptom of the lack of monitoring and recording of activities in pilot activity.  However, it is also indicative of the way that the project has worked with employers and the level at which the TUC, in partnership with unions are able to develop sustainable partnerships with employers in the context of the developing learning in the workplace.  

3.6 Throughout the project, employers have been engaged through a range of methods:

· through the ULRs;

· through unions and union related activity;

· through the TUC BOWL project worker;

· through project activity funded by other TUC funded programmes.

3.7 Levels of employer engagement with the project, in terms of supporting the ULR model, are (not surprisingly) greater where union density levels are high and where ULRs are already established.  So for instance, work in the Local Government has generated a lot of outputs in terms of ULR recruitment, and Local Authorities are aware of the ULR initiative.  In this case, recruitment and training of ULRs has developed well.  Many employers have stated that they found out about the approach through ULRs coming to talk to managers about the ULR role and encouraging members to become ULRs.  In addition, there is obviously high levels of other union activity happening in the North East and there is a range of TUC/union funded projects across a number of Local Authorities.  

3.8 Work in the Retail Sector with employers has tended to operate on a store by store basis and has been generated through union project workers and ULRs.   The sector pilot has built upon existing relations with USDAW and the TGWU to generate support.  This is similar to work in the Hospitality Sector where activity has been directly stimulated through unions with the sector pilot co-ordinator being more strategic than workplace based.  However, there are examples of TUC Project Workers contacting employers in sectors where the unions are less active.  In the Care sector in Cumbria where support from Unison has been low and in Cornwall where a partnership has been generated with the Local Education Authority, new activity is taking place, which may not have happened using the union approach.   

3.9 Work in the Print Sector has generated good levels of partnership working with employers through the range of union, ULR and TUC project worker activity.  High levels of union support and integration with complementary union learning project activity has assisted in engaging and sustaining activity in the Print sector.  Growing involvement with the local IAG networks provided resources and support for employers and ULRs. 

3.10 Overall, BOWL has stimulated a good deal of employer engagement through many methods.  However, sometimes there are low levels of support for the ULR role and low levels of engagement with union structures.  ‘Employer engagement’ often means ‘activity going on in the workplace’ and lacks the formal level of engagement.    Support for the union learning agenda and the ULR model in particular, is very varied both within highly unionised organisations and organisations with low levels of union activity.    There was a low level of employer presence at sector pilot meetings which, had employers been present, may have created opportunities to exploit employer networks on a local or national level.   

3.11 To encourage a greater level of employer engagement, employers in which ULRs are operating could be invited to attend sector pilot meetings with ULRs and the TUC to help develop longer term relations.  In terms of activity in Action 3, there may be opportunities to hold a conference with sector partners and employers to discuss future employer engagement.  

Supporting the development of the ULR role

3.12 One of the issues for employers is being confident that there is demand for learning in the workplace in the workplace.  Employers, particularly in the Retail Sector have stated that they are reluctant to give ULRs ‘lots of time off’ to generate interest in learning when there isn’t the demand from the workforce.  This can be seen as evidence of different levels of understanding the ULR role as well as different levels of engagement with the learning agenda. Understanding the role of the ULR and having an expectation of their activities is important in terms of bringing the employer onboard.  This has been a gap in the Retail sector where local activity has been concentrated on a bottom up approach. 
3.13  As a result, ULRs in many stores have expressed frustrations in their ability to carry out their activities due to insufficient time off for duties.  “Formal engagement of stores has proved very difficult” (USDAW National co-ordinator).  There is evidence however of a national shift towards learning in both Tesco’s and Sainsbury’s and Sainsbury’s have engaged with the pilot activity in the North West.  There is a National Staff Council in Sainsbury’s on which ULRs are represented and Tesco’s is now entering into discussions regarding lifelong learning and the recognition of ULRs.  USDAW has been leading on the national dialogue and there are opportunities to continue this beyond EQUAL through USDAW’s national learning strategy meetings at which ULRs are represented.   
3.14 There is strong evidence of the employers from the Print Sector pilot supporting the ULR activity and engaging with the GPMU with improved relations and learning outcomes.  There are examples of employers having high expectations from the ULR role as well as giving high levels of support.  ULR have been present now in some organisations for 3 or 4 years.  In a visit carried out to a Print Sector employer, the HR manager stated that they “expected the ULR activity would enhance ‘on the job’ performance in general and plans were being developed to identify individuals for Skills for Life training.   

3.15 Where there is existing training delivery, employers are more likely to perceive the benefits of the ULR model and agree that ULRs can work to compliment existing activity – ‘encouraging learning from the inside’ as one employer put it.  One employer is so encouraged by the levels of learning that they are building in block release for workers on particular shifts to ensure training is continued.   

3.16 The strength of the Print Sector pilot is its focus on directly engaging with employers and union branch officials to ensure clarity of the role of the ULR.  The pilot has also developed close links with the GPMU and the learning programmes offered by the CoVE (Leeds College of Technology).  This has facilitated free sector qualifications and support from ULRs to support learners.   

3.17 The Local Government Sector is engaged with a lot of union and ULR activity and delivers a range of opportunities for learners to develop learning and skills through e-learning.  However, again there are issues regarding formal recognitions of the partnership work with unions and ULRs.  The Employer’s Organisation for Local Government operated as an advisory partner on the sector pilot steering group with a remit to raise awareness regarding the employer’s perspective of lifelong learning.  However, it is not clear whether this partnership at the strategic level, helped develop links in the workplace with employers to improve union and employer engagement with lifelong learning.

3.18 A consultation with a union co-ordinator from Unison stated that ‘promoting the union learning issue is part of a long term struggle, often conducted at the very local level’.  It can be difficult for ULRs to develop their unique role in Local Government due to often very established training mechanisms.  Many training managers are reluctant to let go of the control of the training agenda and there is still a good deal of suspicion regarding the role of the ULR which results in low levels of support at the management and middle management level in particular.  One of the main issues for ULRs in the Local Government sector was ‘middle managers knocking our efforts back’.

3.19 A consultation with a ULR in Cumbria stated that the Unison branch in Kendal was not actively supporting her and therefore, support from the TUC was vital.  However, to sustain this activity, unions need to be much more supportive of the ULRs in the workplace.  

3.20 A small number of employers involved in the sector pilot activity have been consulted and have reported a number of benefits of the ULR role and involvement with the sector pilot.  These include:  

· increased communication with staff;

· better relations with the union;

· older employees engaging in some form of learning;

· integrating training into HR activity and corporate strategy;

· workers being able to get more information on learning opportunities;

· ULRs have encouraged managers to take up learning.

Participation of ULRs

Capacity Building

3.21 Table 3.2 shows the outputs from BOWL in terms of the numbers of ULRs which have been recruited and trained per sector pilot.

	Table 3.2: Recruitment of ULRs across all sectors 



	Sector Pilot
	ULRs recruited and trained

	
	Male
	Female
	Total

	Print
	3
	1
	4

	Local Government
	119
	102
	221

	Transport Sector
	57
	14
	71

	Retail Sector 
	1
	2
	3

	Hospitality Sector
	0
	0
	0

	Rural Cornwall
	25
	24
	49

	Total
	205
	143
	348


3.22 As the data shows, most ULRs that have been recruited and trained have come from the Local Government and Transport Sector Pilot.  The total of the male and female recruits give a ration of 58% male and 42% female.  The last national ULR survey of 2003 showed 66% were male and 33% were female.  The sector pilots have therefore been effective in engaging women in the role though sectors particularly in the Local Government and in the Rural Cornwall project.  This is one of the benefits of targeting resources to particular sectors and developing models of capacity building to fit sector structures.

3.23 Local Government has recruited a significant number of ULRs due to the high levels of activity and support from other projects.  When a critical mass of ULRs are present in employment, this encourages other colleagues to put themselves forward for training.   In focus groups, newly trained ULRs stated they recognised the valued of becoming a ULR in terms of their own learning and skills development and were keen to take up the opportunity from which other colleagues were obviously benefiting.

3.24 The Retail pilot is formally reporting to only have recruited and trained 3 ULRs over the life of the project, but this is not a true reflection on activity.  TGWU has been particularly active in recruiting and training ULRs from Sainsbury’s stores. It would appear that monitoring systems have not been sufficiently developed to account for actual activity.

3.25 The Hospitality sector has recruited a small number of ULRs due to difficulties in getting access to the workforce and low levels of union recognition.  There are examples of non-union learning reps being appointed in the sector by managers without the support of unions.  Shift work and a transient workforce in Hospitality in London have been a barrier to recruiting ULRs.  

3.26 In terms of outputs for the Print sector, there were issues in recording outputs with ULRs and this figure is not a true representation of the actual number of ULRS trained.  Issues regarding monitoring rules meant that not all outputs were recorded.  

3.27 The pilot sectors were not set up to generate numbers of ULRs but to develop models of partnership working and to understand and develop solutions to issues identified.  Due to differences in sectors, comparisons should not be made across sectors as a way of determining the success of projects.   

Recruitment of ULRs

3.28 ULRs have been recruited using a range of methods including TUC road shows as well as targeting ULRs in the key sectors.  Where there is good union recognition, the unions have provided a ‘way in’ to the workers and some workers have been recruited through ‘bottom up’ localised awareness raising.  This is particularly the case in the Retail sector in the larger supermarkets where union officers go in to the supermarket, perhaps arranging to meet a few workers at lunch to keep it informal.

3.29 Other approaches have been instigated by the TUC project worker.  This has been the case with the Print sector in particular.  The TUC Equal co-ordinator has worked closely with the GPMU and has taken on the responsibility for recruiting ULRs.  It was felt to be an advantage in this sector which has been undergoing change and where there are ‘traditional’ relations between employers and union members.  The TUC could approach companies as a ‘neutral person’ who could offer support and information about learning opportunities to employers supported by the union structure.  

3.30 In sectors such as Local Government where there is high union recognition, high levels of funding and a good deal of awareness regarding ULRs and the learning opportunities, recruitment has been stimulated from unions and colleagues as well as TUC Learning Services project co-ordinators.

3.31 There are a few examples of managers becoming ULRs who want to know more about the role so that they can support ULRs in the workplace.    We have consulted with 2 managers from the Hospitality and Print Sector who have trained as ULRs which has had particular benefits on other ULRs in the company.  The added understanding of the role and support at a senior level has helped ensure that any additional training requirements such as Skills for Life has been accessed.  

3.32 The Retail sector has adopted the model of mobile multi-store ULRs recruiting single store ULRs by working through shop stewards and obviously the key to success in this model is to have an experienced mobile ULR with links to project workers. 

3.33 With an overall total of 228 ULRs recruited and trained, the BOWL project has made a significant development in building the capacity of ULRs.  Over the years of the project, the evaluation has consulted with a small sample (31) of ULRs to draw up baseline information from which we could establish the:

· proposed activity of each of the ULRs – what they wanted to achieve;

· progression and effectiveness of ULRs in carrying their role;

· their support needs to ensure they remained active;

· barriers which they may face in their role.

3.34 As well as providing vital information for the evaluation, the process of consulting with ULRs, either through attending ULRs forums, holding specific focus groups or attending training sessions, has encouraged ULRs to discuss particular issues and barriers.  We have conducted a number of lively discussions with national and regional union co-ordinators and ULRs!

ULR Objectives

3.35 In order to understand the areas of participation of ULRs, Table 3.3 details a sample of the range of activity which ULRs stated they were keen to undertake in their role in the workplace.  

	Table 3.3: Proposed Activities of ULRs

	· Create established networks of ULRs in the Retail Sector in Preston;

· Set times to carry out Training Needs Analysis;

· To help a colleague enrol and set off on a course;

· To be able to give colleagues the choice of learning;

· To start interviewing colleagues and give them opportunities;

· To identify basic skills needs and to raise the awareness of management;

· To be able to assess the abilities of members and to continue to assist them to learn;

· Open a learning centre with Blythe Valley;

· Sign a learning agreement with Housing Hartlepool; 

· To build my own knowledge base;

· To recruit further ULRs;

· To try to access education for part-time female home carers;

· I would like to get 20 people to write a poem to contribute to the yearly celebrations!

· To set up the onsite learning centre (facilities already available) at MY Cartons;

· To see Press Hall operations through CG Levels 2 and 3.




3.36 This list was generated from a ‘My Starting Point’ – a tool developed as part of the evaluation, and from focus groups with ULRs across the sectors.  Some ULRs were on the Essential Skills course and were more experienced than other ULRs.  It is clear that some ULRs are more advanced in terms of their aspirations.  This reflects the different starting points for ULRs and the range of contexts in which they work.  Following on from this baseline work, we have consulted with a range of ULRs to ascertain progress made and effectiveness in their role. 

Progression and Effectiveness of ULRs 

Retail Sector

3.37 ULRs in the Retail sector are at varying degrees of activity.   USDAW have staggered recruitment and training of ULRs in order to offer the mobile ULRs a high level of support.   There is evidence that the mobile ULRs are engaging successfully with Tesco’s stores at the local level, setting up promotion days and meeting with colleges to source provision.  Although the data doesn’t indicate any learning outputs in the retail sector at this time, one particular ULR supported 25 learners from Tesco’s onto IT courses through Knowsley college.   

3.38 Another experienced mobile ULR has introduced a number of learners from Tesco’s onto CLAIT courses which have concentrated on developing computer skills, word processing and spreadsheets, basic IT courses introducing learners to the facilities of IT and an ESOL Course.  The total number of learners referred onto courses by Mobile ULRs was 47.  In some cases there have been difficulties in terms of colleges accounting for learning due to double funding issues relating to ESF rules.

3.39 ULR activity in Sainsbury’s has made slower progress as it has been a new area for the TGWU.  ULRs generated through TGWU have struggled with getting sufficient time off work to carry out their role.  A consistent message coming from the ULRs is not having the employer support. Activity mainly involves  raising awareness among their work colleagues by:

· putting information on the store boards to highlight the ULR role and the contact person;

· having general chats with people about learning as they work;

· meeting with the TGWU learning co-ordinator on a weekly basis;

· working with local providers to source learning;

Print Sector

3.40 Consultations with ULRs from the Print sector have shown that there has been a good level of union support from GPMU and also IAG support from Leeds College of Technology.  This has been particularly helpful for one particular ULR as the employer was making redundancies and she was able to offer first hand advice and support.  

3.41 One of the key issues in the Print Sector has been how to deal with shift work.  Print operations work around the clock and so ULRs have reported that is often difficult to provide support to those workers whose shift do not correspond to ULR shifts.

3.42 There is an example of one ULR who was employed into a company who did not have any knowledge of ULRs and set about raising awareness amongst his employer and they now have a very effective relationship.
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3.43 Another issue facing ULRs in this sector is that the workforce is an ageing workforce who do not readily engage with learning. Particularly in terms of changing their skills set, there is a reluctance to engage in new technology and hence a lack of demand from learners.  

3.44 What has been encouraging in this sector is the level of partnership work between the employers involved in BOWL, ULRs, the union (GPMU) and the TUC project worker.  They have worked together to encourage the workforce to up-skill using existing relations with Leeds College of Technology.  The Print Media course on-line has been ‘kick started’ by the ULRs who have been supported by GPMU and the TUC and there are examples of employees being very keen to participate.  Employees are now approaching management in one company to request they undertake this learning.  Achievements of employees have been celebrated in a newsletter to encourage further learning.  

3.45 ULRs have been involved in the running of the GPMU Learning Centre and have undertaken tutor training to become a learner support worker.  They have been involved in running taster sessions in specialist areas such as Apple Mac and Digital print training.  The training has been delivered at Leeds College of Technology Print and Graphics department.  They have also been closely involved in the trialling of the Learndirect products and working with learners to understand how e-learning can facilitate learning in the workplace.  A quote from one of the ULRs shows how valuable the partnership working with the union and college has been.


Local Government

3.46 Consultations with ULRs in the Local Government sector show a range of activity and engagement in their role, dependent upon the length of time they have been trained and how supportive the working environment is.  Prior to the sector pilot, many ULRs had been trained but the fact that a large proportion have been inactive was well recognised. 

3.47 The Essential Skills course detailed in Section 2 of the report was developed and trialled as part of the Local Government Sector pilot.  This course was designed to address the inactivity of trained ULRs by increasing their skills, awareness of resources and confidence. As a result of this course, further consultations with ULRs has shown an increase in their activity in the following ways:  

· raising awareness with management through meetings and presentations to staff;

· developing links with local providers;

· carrying out staff surveys (part of the Learning Council Structured process);

· attending ULR forums and sharing ideas;

· general promotion of learning to colleagues;

· work with carers and offers of support when undertaking NVQs;

· working with Learndirect to provide on-line provision;

· encouraging managers to be a ULR.

3.48 This activity has also been reinforced by the Local Government ULR forums which have been held to support ULRs in their role and to help build networking opportunities. 

3.49 The workshops held at the conferences have been a particularly successful way of developing ULRs knowledge regarding issues and opportunities connected with stimulating learning in the workplace.  There is evidence that, as ULRs expand in to the more remote areas of Cumbria and Northumberland, that forums for ULRs need to be developed at the local level to ensure access to this form of support.

Hospitality Sector

3.50 ULRs have been more difficult to consult with in the hospitality sector due to changes of staff and the model of delivery.   However, we have consulted with one ULR from Renaissance Hotel who stated that the main issue faced is fitting in activity with her day to day duties.   As result, the role has been carried out on a somewhat ad hoc basis.  However she had managed to carry out training needs analysis which identified ESOL and IT needs and talks with colleges at West Thames and Uxbridge are progressing.  One of the key barriers to learning is the low aspirations of staff and the fact that many people do not see learning as being important and there are low levels of awareness regarding continuous professional development opportunities.   Therefore activity has concentrated on promoting the benefits of learning.

3.51 ULRs in the hospitality sector have been supported by Uxbridge college who have agreed to supply laptops to support ULRs in their logging of learners details and day to day storage.  This is obviously an issue for ULRs in the hospitality sector as they are not desk based and will not have access to computer equipment.  Activities have also been supported well by the TGWU.

Rural Cornwall

3.52 ULRs recruited and trained in Cornwall have been developing their skills and knowledge through IAG sessions, undertaking Adult Literacy courses and completing Adult Learner Support certificates.  They are supported by network meetings to ensure ULRs share ideas and discuss issues.  Innovation is occurring through the project by working across schools in which the ULRs recruited are teachers (one is a Headteacher).  

3.53 Teachers have support through an agreement with the Local Authority which secured 12 days a year release from teaching duties to carry out their role.  This allows them to raise awareness across the school cluster about the benefits of learning.  Teachers are being encouraged to engage with learning and brushing up their own skills.  All the learning activity takes place outside of schools hours due to lack of flexibility during term time.  However, this has not restricted the learning and many teachers have accessed local authority adult education outside of school time for a range of classes including languages and arts and crafts.    

3.54 ULRs operate across one cluster and are supported by a number of teacher unions including NASUWT, NATFHE and NUT.  Teachers are working with non teaching staff to encourage a ULR to come forward.  However, Unison is not active in this area and cleaning and catering staff, although willing to participate, feel they need support of their union to understand the role.  Work is continuing and the project co-ordinator is continuing to try to engage unison.   
Barriers to effective working of ULRs

3.55 We have consulted with ULRs from the range of sectors and there are consistent messages coming out in terms of barriers which prevent them carrying out their role to varying degrees.  Although this information is not new to the TUC and has been referenced in ULR survey
 it is evidence of the ongoing frustrations which ULRs have to face in their workplace.    Table 3.4 presents a few key themes which were generated as part of the consultations.

	Table 3.4: Barriers to Progression of ULRs

	· Shift work -  lack of continuity with colleagues and managers;

· Lack of awareness at management level;

· Lack of workplace agreements;

· Suspicion regarding learning benefits;

· Home care – lack of a networking infrastructure;

· Certain occupations which restrict opportunities due to the cost of cover; i.e. cleaners;

· Perceptions of the ULR are mixed among the workforce;

· Lack of responses from learning surveys;

· Stigma of learning;

· Confidence;

· Middle management;

· Developing links with local colleges;

· Getting information about funding structures;

· Limited structured self development opportunities;

· Lack of knowledge regarding Learndirect and what it can do;

· A clearer idea of how the unions support the role of ULRs.




Brief Summary 

3.56 In response to this well recognised and ongoing problem, the TUC through BOWL have developed a number of learning tools, developed and piloted an Essential Skills Course for ULRs and have developed a range of resources to improve the capacity, skills and confidence of ULRs to support learners in the workplace.  

Strengths of Sector Pilot Activity

3.57 Sector pilots would not have operated without the support of the relevant unions and partners and there are examples in each of the sector pilots of how the unions are supporting the campaign for the lifelong learning agenda.  

3.58 Across all pilots, there has developed a clear understanding of the need to provide ULRs with a forum for sharing information and meeting up to discuss issues on a sector and workplace basis.  The TUC has been successful in developing this structure at the national and regional level which has a greater engagement with the needs of the sectors.

3.59 There are examples of how EQUAL has encouraged the sharing of practice within the Development Partnership and both the Local Government Sector and the Rural Cornwall project are working with a model of a mobile ULR trialled as part of the Retail Sector Pilot.  USDAW has produced a detailed document which provides a framework to which mobile ULRs can operate as well as detailing their support needs.

3.60 The pilot model has highlighted the value of a sector focused approach and the need to bring in sector interests, resources and initiatives including union and FE sector organisers.  Each pilot has been delivered in a way that makes use of the opportunities available within the sector structures and this has led to a flexible ‘needs driven’ approach.

Weaknesses of Sector Pilot Activity

3.61 Although there are examples of unions offering high levels of support at the local level, there are still opportunities for a greater level of consistency of support across the unions and across geographical areas.  There is an opportunity to negotiate the level and type of support expected within project delivery and to encourage unions to develop internal policies of delivery and support for the learning agenda.

3.62 There has been a lack of unions operating in partnership to maximise the models, approaches and support available within the sector pilots.  This has been particularly the case in the Retail sector pilot, where sharing of best practice from USDAW could have been exploited.

3.63 Management of sector pilot activity has varied and is indicative of the different approaches developed.  However, there are areas which need to be considered for future project delivery of this nature:

· monitoring of outputs in terms of ULRs and Learners recruited as a result of BOWL was not well established in each sector pilot;

· persons responsible for collating information were often not clear about the objectives of BOWL;

· work-plans were not reviewed to reflect progress on a sector by sector basis;

· sharing of best practice at both the pilot level and the national DP could have been improved;

· links through sector pilot activity, ULRs and learners were not clear;

· partnership work with learning providers at the sector pilot level could have been stronger.

Opportunities of sector pilot activity

3.64 There is a good example of the Rural project operating at the strategic level and having the opportunity to influence workforce development issues.  Links with other sectors could be further developed, particularly within the retail and hospitality sector.  Learning and Skills Councils, Learning Partnerships and Regional Development Agencies’ Skills Teams may provide appropriate opportunities for TUC Learning Services and unions to operate within these sector based structures to help develop long term strategies to employer engagement.

3.65 Marchmont Observatory has provided very detailed and regular information regarding the skills needs of each sector.  In terms of developing a more strategic approach to learning and training opportunities, links with the NTO and SSCs could be further exploited.        

3.66 To strengthen future sector based activity, the TUC and unions should be encouraged to review the success of Action 2 activity during Action 3 and to identify gaps in delivery and support for ULRs.

4 outcomes for learners

4.1 This chapter presents the findings from the survey of learners which was undertaken towards the end of the project.  The aim of the survey was to understand what kind of learning and training activities have been undertaken during the sector pilots, how useful the learning was and what barriers ULRs and particularly learners faced.

Methodology and Sampling 

4.2 Details of learners participating on courses were collated through the TUC EQUAL monitoring forms and York Consulting sent a survey to all learners from this database.  ULRs have been included in the learning targets so it is assumed that the learning has been accredited from a range of sources including IAG awareness training.  Learning outcomes shown here were not necessarily generated as a direct result of ULR but has been identified through a blend of TUC project worker activity and ULR activity.  As a result, there is no reference as the success of the models of delivery on learning outcomes.   

4.3 The total number of learners who were accounted for at the time of the survey was 219 and all received a survey.  61 questionnaires were returned and the responses entered and validated into SPSS.   This survey is not statistically significant and findings can only illustrate certain points and issues.

4.4 The questions were largely closed with pre-coded answers.  Some qualitative questions were asked which focused on learning activity undertaken, skills and knowledge gained, and comments regarding the pilots and future activity.  Illustrations of these points-of-view have been given where appropriate and quotes provided. 

4.5 The findings from the survey have been grouped under the following headings:

· baseline characteristics of learners;

· ULR activity and impact of ULRs;

· learning activity and impact of training undertaken;

· future activity.

Baseline Characteristics of Learners

4.6 Three learners were not affiliated to a union and this indicates that some people have been successfully recruited onto learning despite not being a member of a union, possibly highlighting that ULRs have the ability to reach all members of a workforce.

4.7 The figure below shows the breakdown of ages of those responding to the questionnaire.  The largest group of respondents (28) fell into the 46-55 age bracket with 18 being in the 36-45 age bracket.    This corresponds with the typical demographics of union membership as fewer young people tend to join unions but it also illustrates the success of BOWL in engaging older workers into learning.  
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4.8 43 out of the 61 respondents were male and 18 were female.  Three  respondents were registered disabled and the overwhelming majority (97%) described their ethnic origin as white.  56 of the respondents were in full time employment.  4 were in part time employment.   Nearly a quarter of respondents reported having to work irregular shifts.  

4.9 Of those responding to this question (57) almost half either have no formal qualifications (16.4%) or have less than 5 GCSEs/O’ Levels at Grade A-C (31.1%).  This highlights that the starting point for many learners was quite low in terms of educational achievement.  This also indicates the potential gap which the union learning fund can fill in terms of providing employees with some form of learning which can either be accredited or activity to encourage learners to continue learning in the future.  
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4.10 This starting point for many learners highlights the reason for much of the learning activity focusing on Skills for Life courses, Essential Skills and IT skills development courses (see Annex C for a detailed list of courses). 20 out of the 61 respondents had not done any form of learning in more than ten years.   This shows that the learning delivered as part of BOWL has successfully engaged with the non-traditional learners
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ULR activity and impact of ULRs

4.11 51 respondents had undertaken some structured learning or training which had been organised through their place of work or through the union/TUC.  Unfortunately it not possible to identify who organised the other learning.  

4.12 26 of those responding to the survey were union learning representatives themselves.  6 ULRs felt they were unable to promote learning to their colleagues due to lack of time and no employer support to carry out their role.  12 learners reported that they had no ULR in their workplace, so this is an indication that learning has been identified through other methods than ULR involvement.   

4.13 22 learners stated that they had used their ULR to access information on learning but surprisingly 10 stated they had not and 8 said that they do not have sufficient access to their ULR.      34 of the learners stated that their ULR had supported them during their learning. 

Learning Activity and Impact of Training

4.14 The types of courses and learning activity undertaken by respondents are wide-ranging.   The most common types of courses are Basic Skills and literacy and numeracy training, often at level 1 or 2.   Those trained as ULRs have also taken courses on Basic Skills Support, identifying Basic Skill needs, Essential Skills, Information Advice and Guidance, Running a Learning Centre and Negotiation are also common.  

4.15 Other less frequent activity has focused on subject or job-related learning or some related to the union e.g. GMB shop steward training, category 2 electrical training, Print Out Your Future (print sector pilot) and the ULR training courses run by the TUC.  The ULR courses were an important part of developing ULR capacity and knowledge as this was a core aim of the pilots. In this respect the projects can clearly be seen to have had some impact on the progression of ULRs as well as learners.  The list of activities and learning undertaken also includes NVQ level 3 training indicating the pilots have enabled higher level learning for some participants. 

4.16 However, BOWL has not funded any of the sector specific courses such as Print Out Your Future but has facilitated the route to learning by raising awareness and bringing learners to the learning.  Bespoke courses for ULRs will have been part funded through BOWL.  

4.17 As the graph below highlights, IT training makes up a substantial part of many of the courses regardless of the subject area with 39 learners stating they had undertaken learning which included IT.  It is widely recognised that IT skills are one of the main skills increasingly required by employers but that it is an area many older workers feel they lack the necessary skills and is often the most requested training need in a Training Needs Analysis undertaken by ULRs. 

4.18 Furthermore, as indicated at the beginning of this report, a high proportion are older learners, indicating that courses with IT content would be popular.  28 learners stated that they had benefited from Learndirect provision.  This shows the synergy of much of the Learndirect provision with the types of learning required by employees in the relevant sectors and highlights a success factor for the pilots.  Building support for learners through e-learning has been an area of innovation of BOWL and the development of both the Course Finder and Learner Toolkit, will help sustain learners through Learndirect provision delivered through the TUC Learndirect hubs. Signposting learners to existing opportunities enables resources to be maximised as well as providing progression routes for learners, a core aim of the BOWL project.  
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4.19 The most frequent place to undertake learning is at the workplace, with 31 learners citing this as their training location.  A local college was the next most frequent with eleven learners stating they had learned at college.   
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4.20 Accessibility to learning was a key consideration for the pilots.  With over 50% of learning being delivered in the workplace, employers need to be encouraged to provide space for learning activity and to build in workplace learning agreements to ensure this approach is embedded in the workplace and learning is sustained.  Encouraging partnerships with colleges and TUC Learndirect centres is equally important if a culture of learning and progression is to be sustained.  

4.21 From the relative small number of respondents in this survey, the project can be seen to have had significant impact on learners involved.  54 learners believed their learning activity has improved their knowledge and skills and 48 felt encouraged to continue with their learning.  This is a key finding for illustrating both the effectiveness and progression of learners.

4.22 Learners have reported that the initial learning undertaken has encouraged them to consider further learning opportunities.  In addition, many learners who had not undertaken learning for 3 or more year, had already participated in a number of courses, showing that that journey of lifelong learning was already begun.

4.23 Table 4.1 shows the attitudes of learners towards undertaking further learning.  

	Table 4.1: Learner attitudes to learning



	“I have really got the bug now and I would like to take up a course 1 day per week whilst still in full-time employment to learn more”

“it has given me the confidence to go on and try new areas of work and help others as a learning rep”

“it has given me more confidence and the wish to continue learning for self improvement”




4.24 In terms of learning outcomes the ULR work and learning activity can be seen to have developed skills particularly in IT, basic skills in literacy and numeracy for learners as well as basic skills awareness and support on the part of ULRs.  Table 4.2 shows how learners have improved their skills and as a result, their confidence.

	Table 4.2: Development of skills and confidence



	“I have improved computer skills and team leading skills and will be able to put this into practice at work”

“I have a proper understanding of English and arithmetic as I have been out of school for a long time and so it served as a great refresher course”

“since becoming a ULR my understanding of numeracy and literacy has made me a better person and developed my all round knowledge”

 “the skills I have acquired have improved my job prospects and are valuable to the job I currently hold”




Learner Barriers and Support Needs

4.25 52 learners stated that they needed some form of additional support.  The most frequent answer cited in terms of future support needs was ongoing advice on learning opportunities with 28 respondents feeling they require more of this.  In this respect, the knowledge and skills of ULRs cannot be underestimated in terms of enabling progression for learners.  Encouragingly only 1 person felt more support from their learning representative was needed, highlighting that once learners have embarked and successfully undertaken learning activity, it is information on progression routes they require, rather than encouragement.   Awareness of learning opportunities is a key factor affecting participation in learning and developments of the Course Finder and IAG skills development for ULRs are a crucial way of supporting this.   

4.26 The next biggest barrier is that of requiring support form an employer for time off to learn, with a quarter of learners giving this as a future support need.  The need to develop a learning plan was also stated by 8 respondents.  And this is further indication that learner need support in identifying and developing progression routes.
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4.27 Despite indications from this survey that the impact of ULR activity and learning has been positive and that learners have moved on from their starting point, there are still significant barriers to enabling employees to undertake learning within the workplace.  Comments made at the end of questionnaire highlight some of the difficulties as well as the need to address barriers to progression.  These include:

	Table 4.3: Barriers to undertaking learning in the workplace



	“Convincing our employer locally of the benefits of learning has always been difficult.  It has become virtually impossible recently due to civil service cutbacks”

“I have to be able to go to my employer with a clear idea of how much something is going to cost until they are willing to talk about putting on any training!

“You ask for something at work and it’s a case of have we got enough funds”




4.28 The survey has shown that BOWL has had a number of positive impacts on people in the workplace who may not have engaged in any learning without the initial support of ULRs and the partnership work with unions and colleges.  A sector based approach has shown to be successful in developing a platform from which non traditional learner can engage in some form of learning and sector based training.  This approach needs to be continued and extended and needs to focus on barriers in the workplace and greater level of engagement of employers at the strategic level.   

5 conclusion and recommendations 

5.1 The project has worked successfully within the themes of Equal to deliver the objectives of BOWL.  The TUC and partners established baselines in terms of barriers to learning in the workplace through consultations with relevant stakeholders to articulate the barriers.  The project activity has then focussed on piloting sector models and developing solutions to increase workplace learning in the marginalised workforce in respect of opportunities for further learning and skills development.

Partnership Development

5.2 BOWL, through principles of EQUAL, has facilitated a successful partnership in terms of developing a strategic approach to improving the learning opportunities of the target group.  The focus on Skills for Life issues and e-learning has been particularly successful, with outcomes being sustained through the development of training course and resources.   Although not a direct outcome of BOWL, an official partnership with the National Learning and Skills Council has been ratified.  Closer operational links with local Learning and Skills Council through their Workforce Development initiatives and Employer Training Pilots can be further established as can links with Sector Skills Councils.

Building Capacity of ULRs

5.3 The project has identified an additional 348 ULRs who have been recruited and trained through the models of delivery operating across the sectors.  Greater levels of recruitment have taken place in Local Government and Transport and the Retail sector has under reported recruitment due to a lack of a formalised monitoring procedure in some areas of BOWL (see below).

5.4 ULRs are at varying degrees of progression and effectiveness in terms of carrying out their role in the workplace.  The evaluation has articulated the various approaches the TUC and unions have adopted to support ULRs in the different sectors.  Two approaches have been a distinct feature of the sector pilots:

· Local government – enhancement of regional networking forums and development of an Essential Skills Course for ULRs;

· Retail – mobile ULRs supported by union officers at district and national level.   

5.5 Local Government has focussed on increasing the capacity of ULRs through developing their skills and knowledge of workplace learning to develop formalised agreements within the employment structure.  This level of operation is still in its infancy and ULRs have expressed frustrations at the lack of consistency of support from employers in the local government.  

5.6 The Retail sector pilot has built on an approach developed in partnership with USDAW to operate a number of mobile ULRs working across a number of stores.  The level of support required by mobile ULRs is significant as they lack formal recognition in a sector which has a low level of union membership.  There are also issues regarding the funding of mobile ULRs which need to be resolved if the model is to be sustained.

Engaging Employers

5.7 The project has identified 31 employers who have been supported by BOWL activity.  Employers have been engaged through different methods including ULRs, unions, TUC project workers and other TUC project activity.  There have been low levels of any formal kind of approach operating between the TUC, unions and ULRs.  The Print sector has been more successful in this area, with the TUC project worker, working directly with employers to ensure they understand the role of the ULR and have identified the potential added value of the model.     There have also been some examples of this approach in the Local Government sector in Cumbria where there are low levels of current union project activity.  

5.8 The Hospitality sector pilot has also tried to engage managers in the sector directly as there are low levels of union membership and high levels of staff turnover.  Recruiting ULRs has been difficult, but there are a few examples of participation among hotels.  The pilot has developed links with migrant worker associations to improved awareness regarding learning opportunities amongst their members, many of whom work in the hospitality sector. 

5.9 In Cornwall, the TUC Learning Services has worked with a range of strategic partners such as the Local Education Authority and the Learning Partnership.  Arrangement with the LEA have been particularly successful and teachers are now awarded time off to carryout their duties.  

Outcomes for Learning

5.10 The survey has shown examples of BOWL reaching non-traditional learners.  The project has not generated any data on learner characteristics, but the survey indicates that the majority of learners are from the 46 – 55 age bracket.  In addition, almost half had qualifications below the equivalent of NVQ Level 2 and one third have not been involved in any learning for more than ten years.  

5.11 IT and Learndirect provision has been a successful way of engaging non-traditional learners back into learning.  This shows the synergy of much of the Learndirect provision with the types of learning required by employers.  Training ULRs to operate as Leaner Support Workers in the Print sector complemented activity delivered through Learndirect. 

5.12 Innovative resources such as the Learner Toolkit and Course finder, developed as part of BOWL, will help to sustain the level of engagement.  BOWL has offered Learndirect an opportunity to trial their products on the target group to ensure they are appropriate and add value to their learning experience.

5.13 There are some good examples of the pilots trying to reach out to those learners in all sectors.  However, it is not clear how the sector pilots have identified the ‘routes’ by which learners are initially engaged in learning and how ULRs have supported this process.  

5.14 The evaluation has had difficulty in mapping this process and this is in part due to the structure and management of sector pilot delivery in terms of developing tracking systems to establish outcomes and the level of autonomy with which unions have operated in the sector pilots. 

Developing Models of Sector Pilot Delivery

5.15 The initial approach taken was to develop discrete sector pilots to trial models of delivery in workplace learning in key sectors.  This approach began by identifying the skills need, demographics and barriers to workplace learning in each sector.  From this, work plans were agreed with partners which were a successful way of identifying future activity and engaging partners.  

5.16 However, detail in work plans varied and there was no clear identification of the relationship between outcomes and outputs.  There was little attempt at reviewing the progress made against the work plans and opportunities to discuss barriers and to share best practice were not developed.  As a result, they became a forum for feeding back activity.  

5.17 There was a degree of confusion by some sector pilot members over what was expected of them in the project.  This was particularly the case for providers and the Learning and Skills Council representatives.  As a result, the presence of the local LSCs dwindled over time.

5.18 Meetings sometimes lacked focus and could have included discussions around the models of delivery and the barriers experienced by union workers. To develop best practice pilots there could have been a greater emphasis on developing cross union understanding and support through a greater level of joint working on issues such as engaging providers, developing learning opportunities and tracking learning. 

5.19 Funding issues connected with ESF rules dogged the project early on.  There were a number of discussions and a number of concerns regarding how unions were going to represent their activity without breaching the double funding rules.  Sector pilots could have developed closer links with providers to engage with the issues regarding funding and to identify opportunities for local and regional provision.  Providers often work within a range of funding mechanisms and sector based approaches could have been developed with local providers.  

Establishing the Evaluation Framework

5.20 In terms of the overall approach regarding the evaluation of sector pilot activity, the development of the PPE framework helped focus activities and identify measures for success.  However the evaluators have struggled to generate sufficient evidence to demonstrate the levels of PPE for each stakeholder.  This is partly due to the somewhat ambitious outcomes defined in the PPE model, but was also due to the lack of control and co-ordination of activities at the sector pilot level.  Future evaluation activity will need to articulate much more clearly, how activity is to be identified and captured.  This requires a greater level of partnership work between the TUC, the unions and the evaluators.

Recommendations

· Development and implementation of robust systems for recording and monitoring of outcomes to identify project activity;

· Regular review of recording and monitoring of outcomes to identify gaps in project delivery or in recording activities;

· Seek to use project steering meetings as a forum for proactive debate and discussion of progress, barriers and best practice;

· Development of work plans which show a direct relationship between outcomes of project delivery, how the outcomes are going to be achieved and milestones;  

· Encourage a regular and honest review of progress to identify gaps in delivery, ensuring that all partners at all levels are engaged and clear on their roles;

· Pilot the development of tracking systems to establish activities of ULRs and outcomes in terms of developing learning opportunities;

· Encourage and test for a greater level of formal engagement with employers as well as a ‘bottom up’ approach through unions and ULRs;

· Encourage unions to develop more consistent levels of support for ULRs through the development of dedicated Union Officer responsible for learning;

· Seek to develop more formal links with learning providers, particularly those which operate as CoVEs to help develop learning opportunities which can meet the needs of the sector;

· Encourage a greater level of engagement with local Learning and Skills Councils focussing on joint project delivery at the workplace level.   

Annex A: PPE Framework

	EQUAL

Retail Sector Pilot

Definition of objectives:

What will it look like when we have got there?


	Participation: Taking part in (union) learning and learning related activities (at) via the workplace

	Stakeholder
	Definition
	Possible Measure

	Learning Reps

	Involvement in initial training

Involvement in further training

Involvement in rep networks

Active in the workplace


	number trained

% going on to further training

number attending network meetings

reps self report that they are active in the workplace

activity = promotion of learning, IAG, negotiation etc



	Learners:  


	Involvement in a detailed (1:1) assessment of learning needs (i.e. more than responding to a workplace survey?)

Participation (enrolment on a course)

Participation in other learning at the workplace: work related and or other learning activities


	consult with learning reps or other providers on learning needs (stimulated by information from/existence of  reps)

learners self report and or provider registration data indicates start on a learning programme

	Employers
	Engagement and support of senior manager and Supervisors in pilot activities

Improve access to learning/more involved in signposting


	giving release for reps

giving release for learners

changing policy/practice in who can access learning resources/centres

managers involved in union learning committees



	Union: 


	Engagement and support of union(s) e.g. convenors, officers, others?


	union officers and other reps involved in supporting ULR activities including involve in learning committees


	Progression: increased awareness of, motivation to, and involvement in, (further) learning. 

	Stakeholder
	Definition
	Possible Measure

	ULRs
	Building knowledge base 

Skills developed

Better links with the employer on learning issues

Progress through the ULR training programme

Learning accredited/qualifications

Personal confidence to deliver the role has increased

Scope/scale and or scale of activities has increased/’deepened’


	awareness of provision and providers available locally and how to access information about them

attendance at ULR training modules

building portfolio of information about learning opportunities/knowing who to go to, to ask for information

confidence to deliver IA and initial Guidance



	Learners
	Reduced of barriers to learning i.e. have increased Expectations of taking part in learning

Move from assessment to starting learning

Moving from one level of learning to another, qualifications attained (increased skills and confidence)

Move up/get access to the hierarchy in the workplace / career progression


	barriers to learning reduced

start on a learning programme

completed a learning programme

gained a qualification

increased confidence to learn in the future

increased confidence to progress at work/outside of work 

	Employers:


	Increased understanding of employee needs for personal development plans

Increased understanding of the business case for learning 

Change in employer policy on equity of access to learning at work

Increased understanding of the role of ULRs
	Increased support/response to the learning needs of learners in the workplace: by senior and line managers/supervisors

Employer/union partnership agreements (for staff and outsourced workers)

Engaging reps in consultation frameworks

Improved communication to learners and employees about learning at work



	Union 
	Increased awareness, and understanding of union learning/activities

Increased involvement/support for union learning activities


	increased support for ULRs through joint projects initiatives 




	Effectiveness (of participants) in the Workplace

	Stakeholder
	Definition
	Possible Measure

	Learners
	Achieved personal development goals

Are more effective in the workplace: specific objectives to be agreed and measured with learners and employers during piloting e.g.: 

- improved productivity (individual)

- better communication

- more motivated/confident at work 

- what other support do they need?

ULRs seen as credible


	(baseline from TNA): TNA targets achieved

Other unexpected achievements

Accessed/moved up the progression ladder at/outside work

Self reported: feel more productive/less mistakes/making a more positive contribution at work?

More confident to communicate at work/outside of work

Comment on the credibility of reps in the workplace

Comment on support received from reps

Comment on other support wanted (from reps, employer, others)

	Learning Reps

	Achieved personal development goals

Are more effective having a greater impact on the participation and effectiveness of individuals/learners at work 

on employer/union policy/approach to supporting non-traditional learners  in the workplace

Seen as credible in the workplace by learners/employers

what other support do they need?
	better outcomes achieved (more learners, progression into other learning, employer agreement in place, increased employer support 

feel that they are established and credible at work

	Employers


	Expectations of Workplace impact (to be agreed with employer) met 

Improved retention

Increased in take up rates on training

improved perception of employee (group)

what other support do they need?
	expectations met: reps, learners?

measures of impact defined/reported: Retention, training take up, progression (internal recruitment), reduced absenteeism, sickness, accidents at work, individual performance improved

Comment on the credibility of reps in the workplace, extent to which reps are linked into WFD generally at work

Comment on other support wanted (for reps, from employer, union, provider)

Effectiveness/impact of workplace learning agreements

	Union/TUC
	Increase membership and/or activists 

Capacity to support ULRs meets their needs/enables them to be effective

what other support do they need?
	Increase in membership/interest in lay activity

Comment on the credibility of reps in the workplace

Comment on other support wanted (for reps, from employer, TUC, other?)

	Partners
	Partners state how they anticipate the EQUAL activities will be mainstreamed 

Increased understanding of union learning PPE models

Union learning PPE models integrated with ‘mainstream’ workforce learning policy and services.

what other support do they need?
	Comment on the credibility of reps in the workplace

Comment on how they could work with reps /union on learning in the future

Working with ULRs has lead to closers links with employers/learners at work

Impact of this on other activities: integrating Equal activities into other initiatives, involvement of reps in other plans/activities


Annex B: Models of Sector Pilot Activity

Public Sector Delivery

1) The Public Sector Pilot was managed by a full time project worker who has very effectively engaged with all the relevant organisations in the North East.  Due to pre-existence of a range of Union Learning Funding and Learning for All funding, a good level of ULR presence in the sub-sectors of Local Government has developed.  Work over the life of the project has mainly concentrated on identifying the whereabouts of ULRs and ensuring progression of ULRs by developing their confidence, skills and knowledge.  Using information generated from a workshop with a number of trained ULRs, the Local Government sector has concentrated on four key areas of activity:

· setting up and co-ordinating ULR forums across the North East Region;

· supporting ULR workplace steering groups;

· developing skills of the ULRs to ensure progression in their role;

· developing rural support structures using the model of the mobile ULR.

2) The Local Government Sector pilot has successfully held a number of regional conferences across the area.  These have been extremely well attended and have provided ULRs with opportunities to network and share ideas and to just be with other ULRs.  One of the issues faced by ULRs in the workplace, is that they can feel isolated and this is a away of reinforcing the union and TUC support for their role.  The conferences have also provided partners in Equal with opportunities to raise awareness about issues such as:

· statutory rights of ULRs;

· learning to organise;

· Basic Skills in the workplace;

· available support for ULRs;

· how to engage learners in the workplace;

· how to draw up a learning agreement;

· Equality and Diversity.

3) The TUC has facilitated meetings with employers and ULRs in the workplace which has provided a vital kick start to developing a learning agenda in the more remote workplaces in Cumbria.

4) To ensure progression of ULRs, the Local Government pilot has worked to develop the essential skills of ULRs and have, in partnership with the Basic Skills Agency, developed a course to ensure that ULRs have the literacy, numeracy and language skills to be an advocate to encourage other learners to undertake learning.  

5) The model of delivery adopted by the Local Government Sector Pilot is summarised in Table B.1.

	Table B.1: Model of Delivery for EQUAL activity in the Local Government Sector Pilot



	Focus of delivery
	Activity

	Identifying ULRs
	Contact through union branch offices and trawl through the database of ULRs

	Raising awareness of support
	Introduce BOWL to TUC officials and ULRs so that both are on board

	Developing support structures
	Set up regional wide ULR forums and encourage ULRs to set up their own local forums 

	Identify further support needs
	Using forums to identify further support needs and provide training on a range of issues

	Provide additional support
	Develop appropriate programmes to deliver essential skills support tailored for ULRs needs


Retail Sector Delivery

6) The Retail Sector Pilot brought together the main unions representing workers in the retail sector: USDAW, TGWU and GMB.  The level of ULRs in the sector was much lower than for example in the Local Government Sector and pilot activity focused on building ULR participation within the PPE model and concentrated on developing capacity through recruiting and then supporting ULRs.  The delivery model differed across the Retail Sector pilot.  There was no full time co-ordinator as in Local Government and the TUC agreed a part-time co-ordinator to oversee union activity.  

7) By far the more active of the unions on the EQUAL Retail pilot project has been USDAW and TGWU.  GMB has struggled to produce outputs, although a lot of activity has been undertaken in terms of raising awareness and generating support for the learning agenda from employers within the Trafford Centre.  GMB have tried to build on connections with the Trafford Centre and this is an ongoing area of activity for the union.  One particular quote stands out from a Retail Sector pilot meeting with regards this issue:

“it takes a heck of a lot of support to mobilise the retail sector into learning”

8) Activity was determined largely by the approach adopted by the unions as well as current levels of activity within the Supermarkets.  For example, USDAW worked to recruit a small number of ULRs and then offered a high level of support across a number of companies.  GMB worked to raise awareness at the Trafford Centre in Manchester which had no ULR and union activity and the TGWU worked to recruit a significant number of ULRs across Sainsbury’s. 

9) There have been a range of issues which have challenged GMB in their area of activity and none less than the lack of union representation in the Trafford Centre.  The approach has required raising the union profile as well as raising issues regarding learning at work.

10) USDAW has been more focussed on developing a ULR model which operates with a greater level of independence from the workplace.  The concept of a mobile ULR has been tested and USDAW has recruited a small number of ULRs which operate as a single company or a multi-company ULR.  Multi-company ULRs engage members across the range of companies in a designated geographical area; single company ULRs work across a number of stores within one company.  This model is more appropriate where companies at corporate level are committed to working with USDAW.

11) There are issues however in terms of funding of the mobile ULRs as they are not attached to one particular store and are seconded to USDAW.  Currently there is no recognition from the stores with regards to their activity as a mobile ULR and so there is no paid release for their work.  

12) TGWU has focused on developing capacity among Sainsbury’s through the recruitment and training of ULRS and on providing on site support from the union.  This has the advantage that the ULRs receive support from other ULRs as well as recognition from the stores in which they are employed.  However, Section 5 highlights the ongoing issues with regards having sufficient time off work to carry out their role.

13) It has become clear over the life of the Retail Sector pilot that this sector requires a high level of ongoing union support.  Without this, there is an insufficiently established structure of ULRs and support networks operating and current levels of activity could fade.  USDAW has recognised this and has developed forums where information is exchanged and advice given.  This has been a significant factor in helping to provide structure and support to ULRs, particularly with those operating as multi-company mobile ULRs.  This should be encouraged across the sector where possible.  

14) The model of delivery adopted by the Retail Sector Pilot is summarised in Table B.2.

	Table B.2: Model of Delivery for EQUAL activity in the Retail Sector Pilot



	Focus of delivery
	Activity

	Recruitment of ULRs
	Working through relevant unions and visiting large retail stores where there is recognition

	Raising awareness of support
	Working in retail centres where there is low union recognition to raise awareness of the learning agenda

	Development of ULR models
	Where company support is low, development of a mobile ULR seconded to the union to work across a range of organisations

	Developing support structures
	Ensuring ULRs are supported in the workplace through one to one advice and support from the union 


Print Sector Delivery

15) The Print Sector Pilot has been managed by a full time TUC project co-ordinator.  The delivery of the Print Sector Pilot has focused upon work with the GPMU and Leeds College of Technology.  The activity has focused mainly on the Leeds and West Yorkshire branch although work has expanded across Yorkshire and Humberside, notably in Scarborough.  The main route into pilot activity has been via employer management and local knowledge of GPMU union officers.

16) EQUAL Print Sector activity has built upon existing areas of activity including:

· a ULF funded project which supported the development of a learning centre at the branch offices in Leeds;

· a Regional Development Agency (RDA) funded project in partnership with Leeds College of Technology, Print Out Your Future (POYF) which offered a range of Print Sector qualifications.

17) EQUAL activity has focused on extending the facilities generated through these projects to other employers.  The promotion of the learning opportunities was stimulated under the EQUAL TUC project worker in two ways:

· through TUC and union ULR contacts to generate demand for the learning;

· through referring learners who applied to the college, but did not have the level of skills to begin the course.  These learners would be referred to the GPMU Learning Centre for additional learning support and advice. 

18) In addition, UfI used the sector pilot as a test bed for their product development.  This benefited the UfI team and helped with their work in accessing a range of different learners and ULRs to feed into their thinking about the design and content of the Learner Toolkit and Course Finder. 

19) On-line course delivery has been delivered through Leeds College and the development of course material has been supported by the Basic Skills Agency who has tested the readability and accessibility for new learners.  In addition, they have worked with the college to ensure that those learners accepted onto the course are given an effective induction and assessment of their basic skills to ensure they have the appropriate skills to undertake the course.

20) There has been a lot of work concentrated on building the knowledge and support of the union and sector employers and on developing trust between unions and TUC project workers.  However, it was reported that there is still a degree of suspicion and there is a need to establish common ground.

21) There has been a focus on Equality issues within the Print Sector Pilot which has been extended as BOWL has progressed to cover the Equalities and Diversity agenda across all sectors.  There has been a particular drive to get women into learning in the Print Sector which is a male dominated sector.  The TUC project worker has arranged awareness raising sessions on-site with a number of employers.  This activity has linked in with a project called the JIVE project which focused on encouraging women into engineering.  The activity has focused on developing links with employers to encourage a greater level of support for women in engineering firms.

22) The model of delivery adopted by the Print Sector Pilot is summarised in Table B.3.

	Table B.3: Model of Delivery for EQUAL activity in the Print Sector Pilot



	Focus of delivery
	Activity

	Delivery of learners
	Accessing learners from current learning programmes and existing ULRs 

	Project delivery
	Partnership work with the GPMU and local FE provider helped engage a broader range of company activity in learning

	Innovation in product development
	Using existing facilities to trial and test new on-line learning products for ULRs and learner alike 

	Equality issues
	Working with HR personnel to raise awareness regarding gender and equality in the Print sector

	Developing TUC and union relations
	Working closely with one union to ensure a common understanding 


Hospitality Sector Delivery

23) The Hospitality Sector Pilot has been managed by a TUC project worker working on the pilot for 2 days a week with support from a consultant working 1 day per week.  

24) The Hospitality Sector Pilot has worked with three discrete workforces from the Hotel sub-sector and Catering sub-sector and migrant workers.  Union membership is the lowest in this sector pilot and it was well understood to be a challenge.  However, due to the high levels of migrant workers in this sector, particularly in London and the South East, it was decided that there was a great deal of potential learning to be gained from working with this sector.

25) The pilot has been working through the relevant unions, TGWU and GMB through their Regional Industrial Organisers to develop links with hotels.  This has limited the level of activity because the EQUAL project is one of many priorities with which the union officials are working.   Areas of activity have been divided between the 2 unions - the TGWU have been working with hotels and migrant workers and the GMB has been trying to engage with hotels.  There has been some success with the hotel sub-sector and there is evidence of a willingness to engage in the learning agenda.  Connections have been developed.

26) The TUC project worker has held a dissemination event which raised awareness about the opportunities through EQUAL and brought together a number of ULRs from hotels as well from the Migrant Workers Associations.  The pilot has developed a good partnership with migrant workers which make up a large proportion of the workforce and the TUC is looking to link this activity in with the GMB International Workers Association to increase the possibility of getting a ULR trained among the migrant workers, but there are issues regarding  union recognition which first needs to be dealt with.

27) There have been links with ULRs working in Hospitality who have been trained through South Thames College specifically to focus on domestic workers.  The TUC project worker has met with them to see if they can work together to develop opportunities for stimulating awareness around learning with a specific focus on basic skills and ESOL. 

28) The model of delivery adopted by the Hospitality Sector pilot is shown in Table B.4.

	Table B.4: Model of Delivery for EQUAL activity in the Hospitality Sector Pilot



	Focus of delivery
	Activity

	Raise awareness in the sector
	Hold a dissemination event to raise awareness  

	Engage the sector
	Work with existing unions through regional officers who work directly with hotel managers

	Build capacity
	Networking with other ULRs and organisations representing the workforce to build on partnerships

Utilise the Local FE provider to identify ULRs for opportunities for future activity in hotels 


Rurality – Cornwall

29) The Rural project was included in the BOWL project from the beginning of  2003 and since then has been working to improve on activity already underway in a number of key areas:

· Cornwall Education Authority – a network of school based ULRs across the country involving all trade unions in education.  

· Amicus – setting up a learning centre in Teddington Control Centre;

· Unison – enhance partnership working with the NHS to recruit ULRs.

30) The project has been managed by a full time TUC project co-ordinator for Learning Services South West working with another 2 full time members.  The TUC team works at the strategic level in the South West and is a member of the Learning Partnership, the Learning and Skills Task Group and the Priority Management Group (Objective 1 funding).  This enables the team to influence the agenda of workforce development. 

31) The team works closely with the ULRs to ensure that there is an active network.  This approach has been vital as the geographical remoteness of some of the ULRs makes it difficult for them to share experiences without a formalised structure to enable this.   ULRs meet quarterly and produce a network newsletter which helps to spread information on activities among the local workforce.  A critical mass of ULRs has developed and it is important that these remain active and the quarterly meetings are a good way of ensuring this.  Other ULRs in sectors would benefit from this level of networking.

32) This project is building on the ULR model developed in the Retail Sector pilot and is looking at training ULRs to act as mobile ULRs working across a number of schools.

33) The local union branches (Amicus, USDAW and TGWU) are very supportive of the learning agenda and work well with the TUC as long as the impetus from Learning Services is continued.  There are issues however, with co-ordination of support within unions from their own national offices and the South West.  Union membership is not dense and unions find it difficult to justify full time union officials dedicated to the South West area.  Therefore partnership working can be patchy and support for ULRs from their own unions is uneven.

34) The model of delivery adopted by the Cornwall Rural pilot is shown in Table B.5.

	Table B.5: Model of Delivery for EQUAL activity in the Cornwall Rural  Pilot



	Focus of delivery
	Activity

	Raise awareness in the TUC learning agenda
	Work with key strategic partnerships in the region to ensure inclusion of TUC agenda 

	Build ULR capacity
	Ensure strong networks of ULR is maintained to facilitate information sharing and recruit more ULRs

	Developing cross sector activity
	Work closely with local union branches to ensure support across a range of sectors and professions
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Figure 1.1: Building Opportunities in Workplace Learning





“When I joined the company, there was no ULR and I had wanted to continue in my ULR role from my previous company…we now have a personal learning policy although we still don’t have a learning agreement…but it’s a step in the right direction”.  





“It really reinforces your role as a ULR when you are working as a union member, helping other people learn in a well equipped learning environment.  Now we have the support from the Leeds College it is much easier to arrange learning for my colleagues”.
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Figure 4.3: Length of Time since last Formal Training Experience
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Figure 2.1: Sector Pilot Delivery Approach
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“I hope the TUC continue with this course as it is an ‘essential’ course for a ULR to have under their belt”. (Unison Project Worker)








Figure 4.2: Qualification Level of all Learners
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Figure 4.4: Content of Learning Undertaken
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Figure 4.6: Support Needs
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� A separate report is available for activities on Trans-national activity.


� This was from a sample of just under 800 ULRs who returned the survey as part of the TUC Learning Service Evaluation 2004.


� Consultation on Learndirect Learner Toolkit, Learndirect


� ibid


� Researching the role of the Union Learning Representative in supporting e-learning in the workplace, UfI





� TUC Learning Services, Union Representative Survey, 2003


� Retail Sector Pilot ‘Report for National Partners Meeting 2004
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