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Executive Summary 

1.1 Executive Summary

This is the summary report for the Phase 2 Evaluation of Women and Work Sector Pathways Initiative  (WWSPI) commissioned by the UK Commission for Employment and Skills (hereafter referred to as, the UK Commission).

This first chapter highlights the key findings from this evaluation. Chapter 2 summarises the hard outcomes, in terms of qualification and employment benefits achieved by Phase 2 participants. Chapter 3 then reviews the policy considerations of the evaluation findings. Chapter 4 provides an introduction and background to the WWSPI and the survey methodology used to evaluate the programme (which comprised of telephone and online surveys during December 2009 and January 2010). Chapter 5 through to Chapter 11 take us through the detailed findings from the Phase 2 quantitative evaluation, amongst 323 employers and 916 participants. In chapter 12 findings from 100 follow up interviews with participants from Phase 1 of the initiative are reported and summarised, although the key hard outcomes are also summarised here.
The SSCs have been funded to lead on the WWSPI which is intended to test new recruitment and career pathways for women in sectors, sub-sectors or occupations where they are under-represented and where there are skills shortages. 

The initial WWSPI pilot (Phase 1) was completed in March 2008 and the quantitative and qualitative evaluations revealed that this first Phase achieved its targets (almost 8000 women beneficiaries); that satisfaction levels were high (96% amongst employers and 90% amongst participants); 8 in 10 participants had gained a positive outcome in terms of changes in job role, increased pay or gaining a qualification; that the free/subsidised training had helped women to overcome a key barrier to training and provided training opportunities that would not otherwise have been available (additionality); and that the majority of stakeholders in the skills and training infrastructure talked enthusiastically about WWSPI as an exceedingly valuable demand-led intervention.

Phase 2 of the WWSPI ran from April 2008 to March 2009, starting at a time when the UK entered recession and there were fears that employers would cut training to save costs. The government’s response was to encourage employers to invest in training to help survive the recession. The findings emerging from the Phase 2 evaluation suggest that WWSPI has continued to encourage employers to invest in training and that the programme has met its objectives to varying degrees.   

Overall the results of the quantitative surveys on Phase 2 of the WWSPI reveal a very successful training programme that employers and participants are very satisfied with, and that they have gained significantly from in terms of the hard employment progression and qualification outcomes achieved by participants, as well as improved skills and abilities, and attitudes towards their job, employer, industry, career progression and training in general. 
Both Phase 1 and Phase 2 evaluations provide evidence that WWSPI is a key means of taking the equalities agenda forward with employers in a practical way.  It is seen as a refreshing change from the normative approach.  WWSPI is recognised as a ‘tool’, service or solution which can assist employers to raise their game. It provides the opportunity to fund specific interventions that are not part of mainstream provision. Policy measures to encourage women to undertake training in the workplace tend to be rare and in this way WWSPI can be seen to make a unique contribution to both encouraging learning and narrowing the pay gap in a way which supports improved business performance and in this way makes a contribution to realising competitiveness advancements which will benefit the economy as we move out of recession.

Who the initiative has reached
· Out of a target of 4,803 for Phase 2 the programme reached 4,251 participants (89% of target).

· The programme has successfully reached employers that have a lower than average representation of women (36%; 48% on average in England).

· The initiative has also reached a high proportion of employers that have not received any other funding for training or development in the last 2 years, other than that provided by WWSPI (65%).

· A high proportion of employers have not previously engaged with their SSC (51%). The WWSPI has therefore provided an opportunity for SSCs to engage with businesses they have not previously reached.

· Phase 2 of the initiative has been successful in attracting greater representation of smaller businesses, than compared with Phase 1, although the proportion of smaller businesses (56% with 1-49 employees) is still below the actual proportion they account for in the business population (98%).

· Reiterating comments made in Phase 1 of the programme, the high representation of medium and large businesses has in turn has meant they are more pre-disposed towards training already. Two-thirds have a training plan or budget, three-quarters conduct training needs assessments and 8 in 10 conduct staff appraisals. Over half have systems in place to monitor their workforce profile, their recruitment or pay levels with respect to gender. 
· In terms of participants, a significant proportion of women who would not normally receive training have been reached. Two-fifths of Phase 2 participants have never received other off-the-job training from their employer (40%).

· The programme has also been successful at reaching a high proportion of women without qualifications. A quarter of Phase 2 held no qualifications prior to the initiative (23%; 12% in Phase 1).

· The initiative appears to have reached occupations where there is less flexibility in terms of working hours than in industry in general. The level of part time working amongst Phase 2 participants, as in Phase 1, is well below the rate in England generally (21% in Phase 2, compared with 40% in England).

· In terms of occupations, females in managerial and senior official occupations and associate professional and technical occupations are well represented on the programme, compared with their profile in England as a whole. However women in personal service occupations and elementary occupations are somewhat under-represented in the programme, compared with the volume of female workers they account for nationally. 
· The initiative has also done well to reach employers and participants that already held quite strong concerns about the role and progression of women with their organisation and industry:-

·  At least half of employers held concerns at the time they started the initiative about:-

·  The ability of their organisation to attract women employees (50%)

· A clustering of women in particular low paid occupations (53%)
· A low proportion of women in senior management (57%)
· The rate of progression of women within their organisation (60%) 
· Amongst participants, at least half believed at the time they started on the WWSPI that within their organisation:-

· Women were less likely than men to progress (48%)

· There was a low proportion of women in senior management (61%) 
· There was a clustering of women in particular low paid jobs (58%)

· Thinking about their industry, two-thirds of Phase 2 participants believe it is harder for women to progress to senior roles than for men (68%), and over half believe there is a lack of flexibility that makes it difficult to balance work with non-work responsibilities (52%) and there are few successful female role models within the industry (61%).

· A significant proportion of participants also held concerns about their own role within their company with a third agreeing that their job was traditionally low paid (32%) and had no history of women progressing to more senior roles (33%), and a quarter who felt their job offered poor job security (23%).

Becoming involved with the initiative

· Virtually all employers found it easy to recruit participants to the programme. 

· Employers were particularly motivated to participate in the training programme because it was subsidised (84%) and it focused on their particular industry (81%). The focus on female employees was also an important factor in their decision to take part (65%).

· As in Phase 1 increasing confidence (80%) and developing new technical skills (76%) were the top two ‘major’ objectives that employers had in mind when deciding to participate. 
· For participants the same two objectives of gaining new skills (79%) and feeling more confident about their abilities (66%) were most likely to be their major objectives. A significant proportion also hoped for a qualification (72% considered this an objective) and promotion (an objective for 61%). 

· Participants were very positive about taking part in the initiative and even more so than in Phase 1. More than 8 in 10 said they were enthusiastic about participating (85%) and that they saw it as an opportunity to progress (87%). Fewer participants in Phase 2 were unsure of how the programme would help them, than in Phase 1 (40%; 47% in Phase 1) and fewer also said their employer wanted them to do it but they weren’t keen (11%; 17% in Phase 1).

· Very few employers or participants had any initial concerns about the WWSPI when they first started (around 1 in 10 in each case), and for the majority looking back on their experience they now consider these concerns to have been no issue at all or only minor issues that had a small negative impact.

Views on the training received

· Both employers and participants are very positive towards the training received. The WWSPI is an initiative that employers are keen to continue to be involved with, and one that a high proportion of both employers and participants are likely to recommend to others. This is evidenced by:– 

· 9 in 10 employers likely to continue on the programme if it were to continue beyond March (88%), including 6 in 10 that are very likely to 

· More than 9 in 10 are also positive about working with their SSC again on other training and development initiatives (93%).
· More than 9 in 10 employers are positive about recommending the WWSPI to other employers (93%), including half that would proactively recommend (55%)

· 9 in 10 participants are positive about recommending the programme to others (88%), including over half that would be very positive (55%)

· 9 in 10 employers (93%) and 9 in 10 participants (87%) are satisfied with the training programme overall 

· Employers are also generally satisfied with the flexibility of the programme, with at least 6 in 10 considering the content and the delivery of the programme to have been flexible in Phase 2.

· Just 11% considered that the company’s involvement in the initiative had involved a great deal of work.

· Approaching 9 in 10 employers agree that the initiative demonstrated an excellent understanding of the key skills requirements in their sector (88%), and an excellent understanding of working patterns in their sector and the way training or development can best be organised to meet their needs (86%).

· Amongst participants there is a high degree of satisfaction with each element of the training they received, with at least 8 in 10 considering each element they were involved in to be useful. Satisfaction with mentors is extremely high with 92% of those that have received a mentor being satisfied in Phase 2, compared with 86% in Phase 1.

· Participants are also very satisfied with the level of support provided on the training programme. Consistent with Phase 1 four out of five participants in Phase 2 felt very or quite supported during their training programme (79%).

· Developing within their job role, learning new skills, the opportunity to undertake training, and a confidence boost are the benefits most likely to have been achieved by participants on Phase 2 of the programme.

Outcomes and Impact
· The WWSPI has again been very successful at achieving employers’ objectives. Virtually all employers consider the programme to have been successful at increasing the confidence of participants (97%; 98% in Phase 1), which was the objective most likely to be considered a ‘major objective’ by employers. In addition the vast majority of employers consider the programme a success in the following ways:-

·  Developing new technical skills for participants to enable them to do their job better (93%)

· Meeting previously identified skills gaps (93%)

· Increasing motivation (93%) 

· Raising career aspirations (82%) 
· Increasing the likelihood of retaining female staff (79%)
· At least half of employers say that as a result of WWSPI they are now more likely to monitor the progression of women in their organisation (53%); take action to ensure a greater proportion of women reach management (50%); and invest in training specifically aimed at women (56%).
· For participants the gains have also been considerable:-

· More than 9 in 10 participants have achieved a concrete outcome in terms of improving their skills or confidence in at least one area (93%)

· An increase in participants’ confidence (78%), followed by an increase in technical skills (68%) have been the greatest skills areas improved. 
· Two-thirds are now more likely to stay at their organisation (64%) and 7 in 10 have improved their attitude towards their job or employer in some way (71%)

· 9 in 10 participants have achieved a positive shift in their attitudes towards training and development (89%) and career progression (87%), with more than half now more likely to aim for more senior positions (57%)

· For 3 in 10 (29%) the initiative has lead to a positive change in terms of the opportunities they believe are available for women in their industry or industry in general, and of all those in employment when they started their initiative for 1 in 5 the WWSPI has resulted in a positive shift, in terms of the opportunities they believe are available for women within their organisation (21%).

· As a result of taking part in the WWSPI half say they would now be more likely to recommend working in their industry to other women (49%), with a quarter being a lot more likely to do so (24%).

· In terms of the hard outcomes achieved from the WWSPI, 9 in 10 employers state their participants have gained at least one hard outcome in terms of employment or qualification gains as a result of their participation in the programme (90%). This includes:- 
· Half that have achieved a full qualification (48%) and a further 9% that have achieved a partial qualification

· More than a quarter that have accessed other training not leading to a qualification that they would not otherwise have been eligible for (27%)

· A fifth that have received a promotion (21%)

· Two-thirds that have improved their career prospects (65%)

· A quarter that have received a pay rise (26%)
· Amongst participants three-quarters of all participants (74%) have achieved at least one hard outcome, in terms of progressing in their job or achieving qualification outcomes and over half have achieved more than one hard outcome (53%). This includes:- 
· Two-fifths that have achieved a full or partial qualification (39%)
· A quarter working towards a qualification (23%)

· Two-fifths that have gained more responsibility in their job (40%) 
· 1 in 8 have achieved a promotion (12%) 

· 1 in 7 participants (14%) have received an increase in their salary which they believe is at least in part due to their involvement in Women and Work

· Most of those that are currently working are working for the same employer they were when they started the training (95%).  Thus retention is high a year on from when this phase of the initiative completed, with just 5% now working for a different employer (compared with an average employee turnover rate of 15.7% across the UK in 2009)
.

· Virtually all employers (97%) and participants (93%) that have contributed in some way to the training consider their investment to have been good value for money.

· Re-interviewing participants from Phase 1, as an additional element to this evaluation (at least 2 years since Phase 1 finished), reveals the benefits and outcomes achieved as a result of the WWSPI are long-lasting and even greater as time elapses:-

· In all cases the attitudes of Phase 1 follow-up participants towards their job/employer, career progression, training, and their skills and confidence have increased even more so than amongst Phase 2 participants.

· 82% of Phase 1 participants who were in work at the time they started on the initiative have remained with the same employer. Given it is at least 2 years since they started on the initiative this retention rate again compares well with national statistics for the UK which suggest an annual employee turnover rate of 15.7% and that just 24% of employees remain in the same job for at least 5 years

· Half have gained more responsibility in their job (47%) and over quarter have received a promotion (27%)

· More than two-fifths have now gained a full or partial qualification (44%) and a third are working towards one (33%)

· A third have received a pay rise (34%), with half attributing this increase in some way to the initiative 
· Compared with when they were last interviewed nearly half of Phase 1 participants are now more positive about recommending the initiative to other women (45%).

Additionality and Further Learning
· The WWSPI has continued its success in reaching employers and participants that would not have engaged in such training for women had this initiative not been available:-

· Two-fifths of employers had either never thought of providing this type of training before or had considered it but dismissed the idea (41%). Less than two-fifths had any definite plans to provide this type of training (37%)

· Even where this type of training was already planned to some degree, the programme has enabled the training to be made available to a greater number of women within the organisation in over a quarter of cases (28%), and in half of cases it has brought forward the decision for this training to be undertaken (50%)

· Two-thirds of employers would not have taken any steps in their organisation to increase employment and prospects for women if they had not become involved with the WWSPI (66%) and half believe the initiative has accelerated progress in terms of female employment and improving prospects for women within their organisation (48%)
· For a total of 6 in 10 participants the WWSPI has provided training opportunities that were either not available at all (32%) or has enabled them to train sooner than they would otherwise have been able to do (29%) 

· The WSSPI has also been a driving force in creating further learning opportunities for participants:-

· A quarter of participants have gone on to register or undertake further learning since the training initiative (26%), and where they have not done so already two-thirds of participants say they are likely to (62%)
· Over half of participants believe that the WWSPI has made it easier for them to undertake further learning (56%) and two-thirds that feel it has given them more confidence (65%) and increased their interested in doing so (66%)

· A third of participants are clear that they would not be considering any further learning had it not been for the WWSPI (30%), and this proportion increases to half amongst participants who held no qualifications when they started on the initiative (48%)
· Overall a staggering 96% of participants have achieved a positive change in their likelihood to undertake further learning as a result of their involvement in the initiative
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