work and skills plans

a practitioner's guide

This document has now been published as
guidance for local councils, sub-regional
partnerships and partner agencies. It has
been amended following consultation and in
collaboration with government departments
and Jobcentre Plus.

It should be read in conjunction with the Policy
Statement Work and Skills Plans: Next Steps
available at:
www.dwp.gov.uk/docs/work-skills-plans.pdf.
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SECTION 1
' INTRODUCTION TO

%’ THE GUIDANCE

1.1. This guide is intended to provide help and
information about preparing Work and Skills
Plans for English local councils and their partners.
It was commissioned by the IDeA and should
be read in conjunction with the government
statement: Work and Skills Plans + Next Steps,
issued 4 February 2010. The statement provides
details on the requirement for interim plans to
be produced by local authorities in receipt of
Future Jobs Fund by April 2010. The guide is
non-statutory, and has been prepared in order to
assist councils in completing a full Plan by April
2011.

1.2. Work and Skills Plans can provide a tool for co-
ordinating partner activities in order to increase
the impact on worklessness at the local level, as
well as improving skills and increasing economic
inclusion. They can also provide the basis for a
conversation with government and its agencies,
and for sub-regional partnerships they can
provide a business plan for discussions around
how greater local in"uence could improve
employment outcomes.

1.2. The guidance emphasises the need for councils
and their partnerships to develop a Work and
Skills Plan that is #t for purpose, and considers
a range of possible functions that the plans
could ful#ll. Sections 5 onwards focus on how
to prepare a Plan, and suggests good practice
approaches. Councils will need to determine
the extent to which they follow this model,
depending on local needs and circumstances and
the evidence and strategy frameworks they have
already prepared.




2.1

2.2.

2.3.

Worklessness assessments, produced as part
of Local Economic Assessments (LEAs), should
form the evidence base for Work and Skills Plans.
The statutory requirement to produce these
documents applies from April 2011, whereas
Work and Skills Plans themselves are required
by April 2010. The government, in recognition
of this mismatch, has identi#ed 20010/11 as a
transitional year during which an @interim® plan
should be produced. The statement requires local
authorities that have been awarded Future Jobs
Fund (FJF) to work with their local partnerships to
produce an interim plan that:

Ensures there is an effective legacy for the
FJF programme that demonstrates the longer
term bene#ts from the investment to the local

community and economy; and

Provides central government departments
via the Government Of#ce network, with
evidence to inform the future of devolved
worklessness funding.

The full plans should be in place by April 2011.
Each full Plan should cover a 3-year period from
April 2011 to March 2014. Timing of the Plans
will match the timetable for reviewing Local Area
Agreements and the 3-year local government
settlement.

In view of the importance the IDeA attaches
to the Plans, we would urge partnerships to
consider the potential functions and purposes
of a Work and Skills Plan in their local area, and
then to decide on an appropriate timetable

for completing a full plan. There may be good

reasons for working to produce a full plan during

2010 rather than waiting until March 2011.
These might include using the document to

in"uence regional strategies, funding allocations,

and the form of future employment and skills

programmes. These issues are explored further in
Section 3 below. A Work and Skills Plan should
also consider the use of current funding resources
such as Working Neighbourhoods Fund and help
to identify the need for funds in the future.




3.1.

3.2.

3.3.

This guidance has been produced at a time
of transition in the skills landscape and
developments in welfare to work, including the
personalisation of services through JCP and its
providers. A summary of the policy background to
Work and Skills Plans is provided at Appendix A.

As discussed in the introduction the IDeA
recommends that councils seriously consider
producing Work and Skills Plans. Where there
are employment and skills plans in place at a
sub-regional or local level, the government has
made clear that these can be used in place of
one. However, councils and partnerships should
consider reviewing any existing plans to ensure
that they are #t for purpose, bearing in mind the
potential uses of the plans outlined below.

The overarching objective for Work and Skills
Plans is to help partnerships reduce rates of
worklessness in their local area. Plans can also
provide the basis for an improved mechanism for
informing and in"uencing national policy through
evidence of what is happening at a local level.
The government statement also identi#es the
Plans as the framework for:

A single conversation for delivery in an area
establishing shared roles and objectives for
partners;

The basis through which partners can be
held accountable and local scrutiny can be
directed® - bringing transparency as to how
local resources are being used to best effect
in addressing worklessness and meeting the
needs of residents and employers in the area;

Establishing a common basis for the local
commissioning of worklessness provision
within an area, identifying appropriate
responses to address local need and
supplementing the national spine of provision;

Demonstrating the  added
partnerships' contribution;

value of

For local authority partnerships, as a basis
to work with departments to develop their
in"uence over and contribution to the

3.5.

commissioning of other contracted provision.
Work and Skills Plans would form the basis of
Economic Prosperity Board (EPB) negotiations
and delivery planning around worklessness
provision;

Supporting local authority negotiations on
Regional Strategies (which will incorporate
Regional Skills Strategies) HCA planning and
actions supported through MAAs and City
Regions; and

Ensuring that customer journey mapping is
undertaken and shared with partners; and that
the issues identi#ed within this process are
addressed.

Types of Work and Skills Plans

The multiple potential functions of the plans
means that partnerships are likely to develop
plans with different purposes, depending on local
circumstances, and the level of partnership work
in the sub-region. While the Plans are likely to
develop over time, we have identi#ed two basic
types of plans likely to emerge in the coming
months. These are:

Local plans produced by individual councils
with their partners as delivery plans for LAAS;
and

Sub-regional Plans, which may serve as
delivery plans for MAAs and Employment

and Skills Boards (ESBs), and which will in
some cases contain sections for individual
authorities. These are a different type because
they will also provide the basis for discussion
with government on greater in"uence and

responsibility. Plans will therefore need to

provide evidence and construct arguments for

this.

It should also be noted that in some regions
Counties are considered as sub-regions in
their own right, and in some cases they have
developed ESBs. The type of Plan they produce
would therefore depend on local circumstances.

. Subject to the proposals considered in the Strengthening Local Government Democracy Consultation, July 2009 www.communities.gov.uk/
publications/localgovernment/localdemocracyconsultation




3.6.

3.7.

3.8.

3.9.

In some sub-regions there will need to be
agreement about how to produce Work and Skills
Plans that ful#l the needs both of the sub-region,
and the individual local authorities within it. One

option would be to produce separate plans at a

local level to complement the sub-regional plan.

Another would be for the sub-regional plan to

consider local issues for each component local
authority area in each of the sections.

Some areas - and in particular those covered by
City Strategy Path#nders, or by those who have
put in place MAAs and Employment and Skills
Boards - will already have developed strategic
plans which cover much of the same ground as
Work and Skills Plans. Government advice is that
these could be tweaked to ful#l the functions of

Work and Skills Plans. Provided that they meet the
basic criteria laid down by government in relation

to contents, and are #t for the purpose(s) identi#e d
for them, no further work should be necessary.

Functions of Work and Skills Plans

Local partnership plans could have the following
functions:

Providing a delivery plan for LAASs;
Shaping local delivery;

Strengthening co-ordination and integration
of employment services;

Integrating employment and skills;
In"uencing regional strategy; and

Ensuring effective use of resources, identifying
ef#fciencies and providing the basis for local
commissioning of services to meet identi#ed
local need and complement the national spine
of provision.

Sub-regional Plans could have the following
additional functions:

Providing a delivery plan for MAAs and/or
Employment and Skills Boards; and

Making the case for greater in"uence and
responsibility.

3.10.

3.11.

3.12.

3.13.

3.14.

3.15.

More detail on these functions is provided in the
following paragraphs.

Delivering LAAs

The #rst of these is to form a delivery plan for the

achievement of LAA targets, and a performance

management framework. Many councils have
already developed employment and skills plans

as part of economic development strategies

or as separate documents. The foundations
for a strategic approach to developing the

plans will be laid through the production of

Worklessness Assessments as part of Local
Economic Assessments as required by the
Local Democracy, Economic Development and

Construction Act 2009.

Councils might want to consider whether the
LAA targets they have in place are suf#cient
to monitor the achievement of the Plan, and
whether they need a wider range of indicators
and targets either in addition to the LAA targets
or to feed into revised LAA targets. These might
be locally derived, or re"ect speci#c additional
DWP or BIS departmental priorities and targets.

Shaping local delivery

The evidence base for the Plans, in the form of
worklessness assessments and the mapping of
existing activity, will help partnerships identify
geographies or groups to target interventions on
locally, and services to supplement the spine of
national provision.

The Plan should be set within the context of
the local economy, as set out in local economic
strategies and the LEA. Through leading this
work councils are in the position to co-ordinate
with other relevant services, including health and
housing, and to ensure input from employers and
the voluntary and community sectors.

This is increasingly important in the context
of place-based approaches to Council and
partnership activity, and for the Comprehensive
Area Assessment process. Planning Policy




3.16.

3.17.

3.18.

Statement 42 asks regions and local authorities
to plan to achieve sustainable economic growth
aimed at supporting the start up and growth of

businesses, attracting inward investment and
increasing employment, especially in deprived
areas. Local and regional planning policies will
form part of the strategic framework for the

development of the local economy and changes
in the structure of employment in the area, and
should therefore inform Work and Skills Plans.

Strengthening co-ordination and
integration

Councils are increasingly taking responsibility
for leading and co-ordinating the work of their
local partnerships in supporting economic
development, raising skills and tackling
worklessness. Work and Skills Plans will provide
a mechanism for in"uencing the co-ordination of
local partner activity through mapping activities
and resources, agreeing roles and relationships,
and rationalising service provision.

Given the forthcoming Machinery of Government
changes, partners could use work and skills plans
to put into place a robust infrastructure and
clarify relationships between existing partners
and the new National Apprenticeships Service,
and Adult Advancement and Careers Service at
a local level. They could also engage with further
and higher education institutions with regard to
higher-level skills, and explore opportunities to
develop co-ordinated employer engagement
mechanisms, for example through Employment

and Skills Boards, as well as con#rming structures 3.21.

are in place to in"uence skills provision.

Integrating employment and skills

In recent years, local partnerships have played
a key role in the planning and delivery of an
integrated employment and skills system. This
partnership role is being increasingly recognised
in national and local policy.

From 2010 local authorities will have a statutory
duty to provide learning places for pre-19 year
olds (still currently subject to legislation). They
will have a duty to secure suf#cient provision for
young people up to the age of 19 in their areas
(including learners with learning dif#culties and/
or disabilities up to the age of 25 and young
people in juvenile custody up to the age of 18),
in line with their responsibility for commissioning
all children and young people's services. There is
an increasing emphasis on vocational education
for young people through the development of

Diplomas. This, along with more control over
education provision for young people, provides

partnerships with the opportunity to provide

a range of vocational education and training
for young people and adults that is more
closely linked to current and future economic
opportunities.

The National Skills Strategy promotes a stronger
focus on strategic skills. The Strategy sets
out an approach to ensuring the skills are in
place to support the industries of the future by

providing a joint investment scheme targeted at

priority sectors. It also promotes the expansion
of apprenticeships to tackle intermediate skills
gaps. The opportunities to develop a more

coherent package of vocational provision could

feature in work and skills plans by relating
investment in vocational education directly to

economic opportunity and local need.

In"uencing regional strategy

The plans will also identify needs and priorities at
the local level in order to in"uence the regional

skills strategy produced by the RDA. There are
likely to be a small number of sub-regions with
skills strategy setting powers in the near future.
Other councils and sub-regional partnerships
wanting to in"uence regional skills strategies
and education and training provision, will do

so by identifying their economic priorities and

opportunities for particular sectors.

2 Planning Policy Statement 4, Planning for Sustainable Economic Growth, CLG Dec 2009




3.22.

3.23.

3.24.

3.25.

3.26.

While arrangements for signing off regional
strategies through regional Leaders' Boards are
still being developed, councils will be partners
in their development and agreement, and the
formal route to in"uencing the plans will be
through this structure.

Effective use of resources

The current funding landscape for employability
services is likely to change considerably in the
short to medium term. Working Neighbourhoods
Fund has been used in eligible areas to
supplement the national spine of employability
services to address additional local need.
The current Working Neighbourhoods Fund
allocation runs to 2011 and public #nances are
under pressure. The shape of ESF co-#nhanced
budgets is also undergoing review, and council
budgets are under increasing pressure.

Increasingly councils and their partners are
considering the applicability of the Total Place
approach within their localities and identifying
the potential for making ef#ciencies and
improvements through reshaping local services.

Work and skills Plans could provide a tool to do
this in relation to employability support services.

Through identifying how current services match
local need they can provide a mechanism for
identifying mismatches, and where services are
duplicated. They can also support the case for
continuation of current discretionary funding

through demonstrating the impact of that

funding on local need.

Providing delivery plans for Multi-Area
Agreements

In sub-regions with MAAs Work and Skills Plans
can also provide a mechanism for supporting
partners to deliver against the targets. Local
authorities could either develop a separate plan
to complement the sub-regional plan, or the sub-
regional plan could contain sections relating to

3.27.

3.28.

each local authority area. While this might appear
to be creating additional work, it might also be
in the interests of each council to have a plan in
place in order to have an informed conversation
with departments, sub-regional ESBs, RDA and
other partners on employment and skills service
delivery within their area, as suggested by the
government statement.

Making the case for greater in"uence
and responsibilities

Work and Skills Plans can provide a mechanism
for making the case to government for greater
in"uence over commissioning and strategy-
setting powers and responsibilities. This would
allow for the development of interventions which
are truly responsive to local needs and issues.
Greater in"uence is currently envisaged at the
sub-regional rather than local level, in line with
the approach set out in the sub-national review .

The approach to DWP commissioning as set out
in the Employment White Paper * is as follows:

aGoing forward, local partners will have greater

in"uence and involvement in commissioning.

As a minimum, we will consult partners on
all procurement exercises for employment
provision. Where the interest, capability and
resources can be demonstrated, we will consider
co-commissioning, where it is jointly agreed this
could signi#cantly improve the design and local
#t of the contract. This co-commissioning is likely
to take a number of different forms, depending

on the local circumstances and the partners
involved. In particular, we are actively looking
at co-commissioning opportunities (alongside
the National Offender Management Service and
the Learning and Skills Council) as part of our
services for offenders.

Increasing integration of employment and
skills provision and greater alignment of central
and local funding streams will continue to be a
priority. Therefore, over time, as we develop
our relationship with local partners and gather

3 Prosperous Places: Taking forward the Review of Sub National Economic Development and Regeneration, DCLG, March 2008

4 Building Britain's Recovery: Achieving Full employment, DWP, Dec 2009




3.29.

3.30.

3.31.

evidence and experience on the contribution
they can make and their in"uence in generating
improved outcomes from our contracts, we
will explore what more extensive role these
partners can play in the commissioning of our
employment contracts.®

In practice DWP and JCP will work with
sub regions to explore co-commissioning
opportunities.

In relation to skills, the government is
encouraging the development of Employment

and Skills Boards. The intention is that these
Boards will bring together employers and other
local partners to raise and articulate demand for
skills to support local economic priorities, and
to ensure that employment and skills provision
relates to this demand. At sub-regional level
Government has further committed to delegating

responsibility for skills strategy setting where
boards have this aspiration and can meet the
criteria set.

Under the Apprenticeships, Skills, Children and
Learning Act 2009, the process for devolving
skills strategy setting powers will need to be
determined. However this develops, it will be
essential for local and sub-regional partnerships
to establish clear structural links with RDAS in
order to maximise their in"uence over regional
strategy.




4.1.

4.2.

4.3.

4.4,

4.5.

4.6.

Work and Skills Plans will be produced with local
partners and provide a delivery plan for part of
the Local Area Agreement. It should therefore
be agreed through the partnership structures
responsible for delivering the LAA.

Plans should form part of the suite of local
plans sitting under the Sustainable Community
Strategy, and help address strategic issues
related to economic development, community

regeneration, deprivation and child poverty. The

links to other local services such as health and
housing will therefore also be important.

If resources for delivery of the plan are devolved
to an organisation other than a local authority, the
plan should identify arrangements for ensuring
accountability and #nancial management.

Role of the private and voluntary
sectors

As with other Council-led activity, it is good
practice for there to be clearly identi#ed
mechanisms for engaging partners and
stakeholders beyond those represented directly
on the managing partnership body. This includes
employers and learning providers, speci#cally 14-
19 partnerships, schools and colleges.

In many cases the voluntary sector provides
a signi#cant role in delivering training and
employment support for disadvantaged groups.
Mechanisms for engaging these providers
locally will be increasingly important as the plans
work towards closer integration between the
‘national spine' of employment provision, and
supplementary local support for disadvantaged
groups.

Employer engagement

Employer engagement is becoming recognised
as increasingly important for  effective
delivery of a range of council services and
strategies. These include the development
of diplomas, identi#cation of work placement
opportunities, Local Employment Partnerships

4.7.

4.8.

4.9.

(LEPs), apprenticeships, work with schools
and in"uencing skills and training provision.
Employers are also invited to engage in the
formulation of broader economic development
strategy and development of business support
services. The plans may provide a mechanism for
rationalising and clarifying employer engagement
mechanisms across the local public sector, and
also to identify more clearly to business partners
the benetts to engaging with these services and
the role that they can play.

The role of Employment and Skills
Boards and other partnership bodies

At sub-regional level the governance issue
becomes both more complex and more

signi#cant in relation to greater power and

responsibility where this is being sought. Where

sub-regional partnerships have established
Employment and Skills Boards (ESBs), these
bodies might have responsibility for preparation

and overseeing delivery of Work and Skills
Plans. Under the Local Democracy, Economic
Development and Construction Act 2009,

councils may also want Economic Prosperity
Boards or combined authorities to be responsible

for Work and Skills Plans when they are
established.

Where this is the case, councils will wish to
consider the appropriate mechanisms for
engagement of delivery partners as well as
mechanisms for accountability and scrutiny. There
are no currently agreed government guidelines
for the composition, functions or constitution of
Employment and Skills Boards (ESBs) and they
vary considerably across the country.

ESBs in Manchester, Leeds and in Birmingham,
Coventry and the Black Country have been
assessed by the UK Commission for Employment
and Skills to determine their suitability for
devolution of strategy setting powers. BIS have
advised that under the Apprenticeships, Skills,
Children and Learning Act, the new arrangements
have not yet been determined.




This section and the subsequent sections of the guidance suggest good practice approaches

to preparing Work and Skills Plans. Councils and partners will need to determine the extent to

which they follow this model, depending on local needs and circumstances and the evidence and

strategy frameworks they have already prepared.

5.1.

5.2.

5.3.

5.4.

5.5.

A good Work and Skills Plan will be underpinned
by a robust evidence base developed with
reference to the wider economic context. Ideally
the evidence base for the plans should be
provided as part of the Worklessness Assessment
and Local Economic Assessment (see Timetable
section above).

Tackling worklessness means both supporting
individuals to raise their skills, and identifying and
meeting the needs of employers in skilling the
workforce appropriately, and should be considered
with reference to both demand and supply of
labour within the local and regional economy.

The level of detailed information required will
depend on what the Plan will be used for. It is
likely to include:

a labour market demand and supply analysis
including an in-depth analysis of worklessness;

an outline of current employment support and
training provision, including a gap analysis; and,

funding programmes and budgets.

A robust evidence base and gap analysis will
allow you to identify the particular issues facing
your local area. This in turn will allow you to
identify strategic investment priorities to inform

the use of resources, commissioning of provision
and delivery on the ground.

Preparing the evidence base

The foundations for a strategic approach to
developing Work and Skills Plans will be laid
through the production of the Local Economic

Assessment and accompanying Worklessness

Assessment. Guidance on preparing LEAsS is
available at www.idea.gov.uk/idk/core/page.
do?pageld=13992067 .

As discussed in that document, the evidence
base should use nationally available data sets
and also local data including surveys and
anecdotal evidence. Sources of data should be
clearly identi#ed together with an assessment of
robustness and reliability.

The ONS Centre for Regional and Local Statistics
(CRLS) have developed a number of products to
assist in LEA data analysis requirements. These can

be found at www.neighbourhood.statistics.gov.uk .

The sections in the guidance on preparing LEAs
which is of most relevance for preparing the
evidence base for the Work and Skills Plans are:

Economic and spatial trends

Consider past, present and future factors and
linkages to understand impacts and trends:
short, medium and long-term timeframes are
useful to consider.

Review any current forecasting models
relevant to the area + most likely to be
associated with the regional economic
strategy (RES) and regional spatial strategy
(RSS) and being consolidated as part of the
development of the integrated regional
strategy (IRS) + to draw out key inferences
for the development of the area in the short,
medium and long-term.

Business and enterprise + labour
demand analysis

Sectoral structure of local economy, economic
specialisms and signi#cance of particular
businesses * identify current and emerging
sectors of importance.




Enterprise and innovation: levels of and trends
in VAT and non-VAT registered businesses
start-ups and closures, growth of small and
medium-sized enterprises (SMEs), self-
employment, and employment in, or growth
of knowledge intensive industries and other
high-growth sectors, and in the public sector.

Local business needs and factors affecting
business investment and economic growth.

Outline of how land will be used for economic
development and an overview of employment
and housing forecasts.

Employer employment and skills needs and
issues.

People and communities - labour supply
analysis

Demography: current and future population
trends, particularly the working-age
population.

Labour market: occupational structure and
patterns, including earnings, employment and
unemployment rates.

Numbers and characteristics of bene#t

claimant groups

Assess local skills levels, including educational
attainment: analyse any evidence of skills gaps
and explore the extent to which local skills
levels match the current and future needs of
local business and businesses in neighbouring

areas; and where lack of basic skills acts as 5.12.

a signi#cant barriers to work * considering
particularly whether these are concentrated
by area or group.

Economic inclusion: areas or communities
that exhibit high levels of deprivation and
economic exclusion and the key underlying
economic and social barriers to economic
participation.

5.9.

5.10.

5.11.

5.13.

Partnerships are recommended to work with
neighbouring areas to identify cross boundary
links and connections. These might include
consideration of travel to work areas and travel to
learn areas as well as administrative boundaries.
It will also be important for partnerships to
explore linkages between the sub-region and the
wider regional and national economy.

Partnerships should also consider comparisons
with other areas, or benchmarking. There are a
wide range of benchmarking methodologies,

of varying levels of complexity and selecting

suitable comparator areas can be based on a
variety of factors. For example, partners working
at city region level area may wish to benchmark
their performance against other key UK city
region competitors of a similar size and industrial
structure. This can allow partners to identify areas
of weakness and/or competitive advantage in the

labour market and economy.

For areas seeking Section 4 powers, they will
have to engage with UKCES to ensure that
the evidence base is robust enough to meet
requirements. It is likely to include the following
categories of information:

detailed occupational and sectoral

employment forecasts;
forecasted replacement demand;
quali#cation forecasts; and

evidence of current and forecasted skill
shortages, gaps and recruitment issues.

The Works and Skills Plan will need to identify
the extent to which current and forecast labour
market supply meets demand and identify where
gaps and shortages exist.

It will also be important to review the evidence
available from 14-19 Plans. This information is
likely to be based on travel to learn boundaries
and should include data on school and FE
provision, participation rates, and patterns of
employer demand.




6.1.

6.2.

6.3.

6.4.

6.5.

Worklessness has come under increasing scrutiny
from both local and national government in
the last two years. It is a relatively new concept

which combines the offfcial de#nitions of both  6.6.

unemployment and economic inactivity, and -
as noted in the Stephen Houghton's * Tackling
Worklessness Review:

alts causes and context are different from place to
place and therefore the answers to it also require
an understanding based not only on place but of
those affected by it.°

Partnerships are now required to undertake
Worklessness Assessments, as part of their
Local Economic Assessment duty. As previously
noted the IDEA has already produced sector-led
guidance on the Local Economic Assessment
Duty to compliment existing CLG guidance. The
paragraphs below provide the supporting sector-
led guidance for the Worklessness Assessment
duty.

Any assessment of worklessness should include
an analysis of the following:

Workless population + size, structure and
change over time;

Characteristics of workless population and
identi#cation of priority groups;

The geography of worklessness;
Employer demand issues; and

Identi#cation of the barriers that people face
in getting into work.

The following sections provide guidance on
assembling and analysing this information.

De#ning and measuring
worklessness

"Worklessness' is a less familiar term than
“unemployment' to describe those without work,
and is used to describe all those who are out of
work but who would like a job. It has become
more popular because common de#nitions of
unemployment miss out important groups of
people who are not working but who would like
to.

Unemployment and worklessness can be de#ned
as follows®:

"Unemployed claimants' is the narrowest de#nition
and only includes those claiming Job-Seekers'
Allowance (JSA). It therefore excludes large
groups of people who may consider themselves
to be unemployed and who are looking for work,
such as the partners of JSA claimants.

'ILO unemployment™® measures unemployment
in terms of all those who are out of work and
actively looking for a job. De#ned by the
International Labour Organisation it is measured
by a regular survey of the national labour
force. The Government increasingly uses this
internationally recognised, standard de#nition of
unemployment.

Worklessness goes further than this. In its
broadest sense it could include everyone
who is without a job (the ILO unemployed
and the economically inactive).’ However,
some people have voluntarily withdrawn their
labour from the market + perhaps because of
family responsibilities or early retirement and
therefore would not be considered as part of
the workless population. Evidence suggests
that a signi#cant proportion of the economically
inactive population would like to work if they
had the right opportunity, incentive or path back
into employment. Such people may be claiming

5 Worklessness Overview, IDEA, March 2008 www.idea.gov.uk/idk/core/page.do?pageld=8148769&aspect=full

5 1LO de#nition of unemployment * those who are without a job, want a job, have actively sought work in the last four weeks and are available to
start in the next two

" The economically inactive are “people of working age who are not working, are not in full-time education or training and are not actively
seeking work'.
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incapacity bene#t (IB) or severe disablement
allowance (SDA). It is this group, in addition
to the unemployed, who make up the workless
population, as demonstrated by the diagram
above.

The scale and structure of the
workless population

THE WORKLESS

ILO UNEMPLOYED WANTS A JOB

DOES NOT WANT
A JOB

A breakdown of the working age population
into employment, unemployment and economic
inactivity, including numbers and rates, and
change over time; and,

out-of-work bene#ts claimants, including IB/
ESA, Lone Parents on Income Support, and
JSA claimants. While an analysis over time is
recommended it should be used with caution as
trends in bene#t claimant stock can be affected
by policy changes + e.g. the introduction of the

6.8. Assessmg t he size and s'tructu.re .Of the wor'kless Child Tax Credit in 2003. Table 1 below shows
population is a good starting point in developing .
; an example of key out-of-work bene#t claimant
an understanding of the nature and extent of analvsis
worklessness in your area. ysIs.
. Partnerships should select suitable areas, against
6.9. Itis recommended that you use both survey and

administrative data sources to assess the size of
your out-of-work population. An analysis of the

scale and structure of your workless population

could include:

which to compare performance. Comparisons
with other areas will allow partnerships to
develop an understanding of whether the nature
and extent of worklessness is different in their
area and therefore, for example, requires more

TABLE 1: OUT-OF-WORK BENEFITS CLAIMANTS BY CLIENT GROUP, MAY 2009

Leeds City Region Yorkshire and Humber Great Britain

| Number | Rate | Number | Rate | Number Rate
job seeker 78,850 4.3 146,270 4.5 1,442,790 3.9
ESA and incapacity bene"ts 129,320 7.0 233,540 7.2 2,610,220 7.1
lone parent 34,170 19 61,940 1.9 720,420 1.9
others on income related bene"t 8,610 0.5 16,620 0.5 183,200 0.5
out-of-work bene"ts 250,950 13.7 458,370 14.1 4,956,630 13.4

Source: DWP Working Age Client Group, NOMIS




localised solutions. This can either be a simple
comparison of performance against regional
and national comparator areas, or involve some
type of benchmarking methodology. Selection

of suitable benchmark areas can be based on a
variety of factors. For example, partners working
at city region level area may wish to benchmark
their performance against other key UK city
region competitors of a similar size and industrial
structure.

Characteristics of the workless
population

It is important to gain an understanding of the

characteristics of the out-of-work population in
your area. This will allow you to identify priority
workless groups in your area, for example, lone
parents, those with mental health needs, or
young people not in education, employment or

training.

6.11.

6.12. The Annual Population Survey (APS) provides
a breakdown of unemployment and economic

inactivity by age, gender, and ethnicity. It

is also possible to look at the reason for
being economically inactive, which includes
being retired, a student, long-term sick, a
carer or discouraged worker®, The APS also
provides information on the proportion of the

economically inactive population who "want a
job', which can be used to measure the level of

“hidden unemployment' in your area.

6.13. At local authority level and below, it is
recommended you use APS data with caution
when looking at sub-groups as data may be
unreliable due to small sample sizes. Downloaded
data from Nomis provides con#dence intervals
which you can use to assess the reliability of APS
estimates and ONS can provide additional help

and advice if required.

6.14. Detailed analysis of JCP Bene#t Claimant data
can provide a comprehensive picture of out-of-
work bene#t claimants in your area. An analysis

could include the following:

JSA claimants by age, gender and duration of
claim. Data is also available on ethnicity and
occupation;

JSA on and off "ows by occupation, reason
for off-"ow, duration of claim, and gender;

Incapacity Bene#t by age, gender, duration of
claim and medical condition + an example of
which is contained in Figure 3;

Lone parents on Income Support by age,
duration and gender;

The impact of the recession on different
claimant groups; and

Trends over time in key claimant groups.

TABLE 2: CHARACTERISTICS OF IB/SDA
CLAIMANTS, MAY 2009

East GB

Mids

Leicester

Gender of claimant

Male

55% 57% 57%

Female

45% 43% 43%

Age of claimant

16-24 years

5% 5% 5%

25-49 years

47% 46% 47%

50 plus

48% 49% 47%

Duration of claim

Up to 1 year

7% 7% 7%

1to 2 years

11% 10% 10%

2to 5 years

23% 21% 21%

5 years plus

59% 62% 62%

Medical condition

Mental and behavioural disorders

45% 39% 43%

Musculoskeletal system and connetive

tissue

16% 19% 17%

Diseases of circulatory/respiratory/
digestive system

10% 9% 8%

Other conditions

29% 33% 32%

Total

6.15.

100% | 100% | 100%
Source: DWP Working Age Client Group, NOMIS

It is also recommended that you have discussions

with key partners and stakeholders, such as

Children and Young Peoples Services, Social
Care/Work  Services, Probation Services,

8a discouraged worker is someone who has given up on searching for a job due to lack of suitable employment options or lack of success when
applying. Since discouraged workers are no longer looking for employment, they are not counted as active in the labour force.




6.16.

6.17.

Voluntary and Community Sector Organisations
and the PCT, to help identify other excluded
groups, e.g. ex-offenders, care leavers, people
with learning disabilities, and NEETS.

The geography of worklessness

Data on worklessness at higher level geographies
such as local authorities, sub-regions and
regions can mask signi#cant variation within
your local area. Therefore it is useful to consider
worklessness data at the lowest possible
geography, such as wards, lower super output
areas (SOAs) and output areas to identify pockets
and concentrations of worklessness. Analysis of
the geography of worklessness will allow partners
to identify priority areas and neighbourhoods for
targeted intervention.

In the absence of up-to-date Census data it will
be necessary to draw on data from DWP's Work

6.18.

6.19.

and Pensions Longitudinal Study (WPLS) which
provides a robust count of individuals claiming
out of work bene#ts at neighbourhood level
(Census Output Areas available in Spring 2010).
Partnerships may also wish to draw on the Index
of Multiple Deprivation to identify areas of
employment deprivation.

Use of geographic mapping software is
recommended as this allows small level data to
be presented in a user friendly, informative and
accessible format + demonstrated by Figure 2
below.

If partnerships want to drill down further than
output area or gain access to customer level
information it will be necessary to engage
in a dialogue with JCP. Obtaining this type
of information would involve a ‘data sharing
request’ £ please refer to the DWP Guide on
Data Sharing to Tackle Worklessness, atwww.
dwp.gov.uk/docs/datasharingguide.pdf .

FIGURE 2: WORKLESSNESS RATES IN LEEDS CITY REGION BY SOA, 2007

Source: DWP working age client group




6.20.

6.21.

6.22.

6.23.

6.24.

6.25.

Employer demand

Employer demand issues should also be
considered. This will allow Partnerships to
identify opportunities, and entry points, available

for workless individuals. It will also help you to
map current and future skills needs, future trends,
and identify any potential mismatches between
supply and demand.

Through the Local Economic Assessment
employer demand issues should have already
been identi#ed, and should include the following:

current employment and skills demand by
sector and occupation;

forecast employment and skills demand by
sector and occupation;

demand arising from key developments; and,

employer skills and

recruitment dif#culties.

shortages/gaps

Partnerships can access this information through
the National Employers Skills Survey, Working
Futures (UKCES), RDA surveys, information from
Sector Skills Councils, econometric forecasting
models, Employment Land Reviews, Local
Development Frameworks, and local survey data.

It is also recommended that partnerships
supplement data gathering and analysis by
consultation with employer groups, e.g. the
Chambers of Commerce and Employment and
Skills Boards.

Identi#cation of barriers to work

Tackling worklessness requires an understanding
of the barriers different groups face in accessing
employment. However, information on barriers to
employment will not be available from of#cially
published data sources.

Partnerships can draw on the numerous research
studies which have been carried out nationally,
regionally and locally into the causes of
worklessness and the various barriers to entering

6.26.

6.27.

6.28.

or re-entering the labour market. You may
wish to adopt a “client segmentation' approach
to structuring the research based on your
identi#cation of priority groups, for example:

Those with health or mental health needs;
The long-term unemployed;

Lone Parents;

BME groups;

Older people; and
Offenders/ex-offenders.

Partnerships could also structure the types of
barriers into different categories. For example
CLG's Understanding and Tackling Worklessness
Volume 2° identi#es three major sets of barriers:

Supply-side factors: lack of basic skills, job
speci#c skills or recent experience, personal
and behavioural problems or record of
offending;

Demand-side factors: conditions in the
labour market including the volume, type
and location of jobs; recruitment practices of
employers; and levels of entrepreneurship in
the local economy; and

Institutional factors: the external infrastructure
which can constrain or enable the search for
work including the dynamics of the housing
market, cost of work-related education and
training; effects of the bene#ts system, and
the availability of childcare and transport
facilities.

In addition to drawing on local, regional and

national research and evaluations it may also be
necessary to consult with relevant stakeholders
such as JCP and other employment support
providers, to gain a better understanding of the

local support needs and barriers facing priority
groups. These agencies can also be used to gain
access to client groups for consultation with users.

Focus groups or individual client interviews can
be used to explore the barriers to entering and

o Beatty, C et al (2009) Understanding and Tackling Worklessness Volume 2: Neighbourhood Level Problems, Interventions, and Outcomes -
Evidence from the New Deal for Communities Programme. London: Department for Communities and Local Government




6.29.

6.30.

remaining in the labour market; aspirations for
work and the help they need to move forward.

Data sources and issues

Having access to the right data is critical to
making an assessment of the labour market
and identifying where to concentrate effort and

resources. However, the ability to measure the
extent and nature of worklessness depends on
the type and quality of data available. Discussion
with local, regional and national partners and
agencies can help you to make the best use of
available data and intelligence.

There are two main types of published data that
partners can draw on:

6.31.

Survey data, in particular the Annual
Population Survey which provides
information  on  demographics,  skills/
quali#cations, economic activity, inactivity
and unemployment. However, sample sizes
for some local authorities can be small -
particularly for sub-sets of data - and can have
wide margins of error.

Administrative data from the JCP, e.g. data
on caseloads of bene#t claimants and on
job vacancies noti#ed to JCP. This data is
available more frequently than survey data
and can provide robust information at small
geographies.

Suggested headline and key indicators from
these key data sources are available in Table 3.




TABLE 3: WORKLESSNESS ASSESSMENT + KEY INDICATORS

EXAMPLES OF KEY INDICATORS: SOURCE LOWEST FREQUENCY |CONFIDENCE ISSUES LINK
AVAILABLE
GEOGRAPHY
EMPLOYMENT, UNEMPLOYMENT AND ECON OMIC INACTIVITY
Employment totals and rate Annual Population Survey District Quarterly Fairly robust at County / UA level 1
Employment rate by Gender Annual Population Survey District Quarterly Fairly robust at County / UA level 1
Employment rate for ethnic minorities Annual Population Survey District Quarterly Not very robust at County / UA level 1
Employment rate by age group Annual Population Survey District Quarterly Fairly robust at County / UA level 1
Unemployment Rate Annual Population Survey District Quarterly Fairly robust at County / UA level 1
Unemployment by Age Band Annual Population Survey District Quarterly Not very robust at County / UA level 1
Economic Inactivity Annual Population Survey District Quarterly Fairly robust at County / UA level 1
Economic Inactivity by age group Annual Population Survey District Quarterly Fairly robust at County / UA level 1
Composition of economic inactivity Annual Population Survey District Quarterly Possibly wide con#dence intervals 1
Trends over time for employment, Annual Population Survey District Quarterly Fairly robust at County / UA level 1
unemployment & economic inactivity
NEET number and proportion DCSF 14-19 website County / Unitary Annual No known con#dence issues 2
Authority
DWP CLAIMANT COUNT AND WORKING AG E CLIENT GROUP
Claimant Count total and rate Claimant Count Super Output Area [Monthly None - complete count 1
Claimant In-"ows and Off-"ows Claimant Count Super Output Area Monthly None - complete count 1
Composition of Claimant Count (by occupation) Claimant Count Super Output AreaMonthly None - complete count 1
Claimant Count by duration of claim Claimant Count Super Output Area Monthly None - complete count 1
Claimant Count by Age Claimant Count Super Output Area Monthly None - complete count 1
Claimant Count trend analysis Claimant Count Super Output Area [Monthly None - complete count 1
Out-of-work bene#t claimant totals and rates Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
Trends in out-of-work bene#t claimants Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
IB/SDA totals and rates Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
IB/SDA by age Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
IB/SDA by duration of claim Work and Pensions Longitudinal Study Super Output Area Quarterly one - complete count 1
IB/SDA by medical condition Work and Pensions Longitudinal Study Super Output Area Quarterly one - complete count 1
IB/SDA trend analysis Work and Pensions Longitudinal Study | Super Output Area |Quarterly None - complete count 1
Lone parents on Income support totals and rates |Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
Lone parent claimants by duration of claim Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
Lone parent claimants by age Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
Lone parents on Income trend analysis Work and Pensions Longitudinal Study |Super Output Area |Quarterly None - complete count 1
SKILLS AND QUALIFICATIONS
Quali#cations of the working age population Annual Population Survey District Ruarterly Fairly robust at County / UA level 1
Quali#cations of the working age population Annual Population Survey District Quarterly Not very robust at County / UA level 1
by age
Percentage of 15 year olds achieving 5+ A*-C DCSF SFR County / Unitary  |Annual None 2
grades at GCSE, including English and Maths Authority
Average points score per entry at A Level DCSF SFR County / Unitary  |Annual None 2
Authority
Proportion of 16-17 year olds in education and DCSF SFR County / Unitary  |Annual None 2
training Authority
VACANCIES AND RECRUITMENT DIFFICULTIE S
Number of jobs Annual Business Inquiry Super Output Area | Annually Possible wide con#dence intervals 1
Employees by sector Annual Business Inquiry Super Output Area | Annually Possible wide con#dence intervals 1
Tends in employee jobs by sector Annual Business Inquiry Super Output Area |Annually Possible wide con#dence intervals 1
Jobs density (num of jobs/working age Annual Business Inquiry and ONS Mid- |Parliamentary Annually Fairly robust at County, UA and PC 1
population) year Population estimates constituencies
Noti#ed & Un#lled Vacancies JCP vacancy data Super Output Area |Monthly None - complete count 1
Vacancy levels by Sector JCP vacancy data Super Output Area |Monthly None - complete count 1
Vacancy levels by Occupation JCP vacancy data Super Output Area | Monthly None - complete count 1
Claimants per Vacancy JCP vacancy data and Claimant Count | Super Output Area | Monthly None - complete count 1
Hard-to-#Il vacancies National Employers Skills Survey Local LSC Level Annual Fairly robust at LLSC 3
Skill-shortage vacancies (SSVs) National Employers Skills Survey Local LSC Level Annual Fairly robust at LLSC 3
% of all vacancies which are Skill-shortage National Employers Skills Survey Local LSC Level Annual Fairly robust at LLSC 3
vacancies
Types of skills lacking in connection SSVs National Employers Skills Survey Local LSC Level Annual Possibly wide con#dence intervals 3

DEFINITION OF LINKS:

1: www.nomisweb.co.uk 2: www.dcsf.gov.uk/rsgateway/

3: researchtools.Isc.gov.uk/KMSResearchTools/




7.1.

7.2.

7.3.

7.4.

Addressing  low
to ensure
tackling worklessness requires the effective co-
ordination and integration of a wide range of

services. This can only be done on the basis of
a clear understanding of the current range of
employability and skills provision in a local area.

skills,  developing
economic competitiveness and

Mapping employability and skills provision will  7.6.

allow you to identify overlapping activities and
duplication as well as gaps in provision, providing
the basis for agreeing mechanisms to co-ordinate
and integrate services on the ground. Reviewing
budget allocations will also help partnerships
assess how resources are being spent in relation
to need.

Mapping can be a time consuming process, and
it is worthwhile building on any previous work
undertaken for evaluation or commissioning
purposes. Partners should pull together existing
information concerning the programmes that
have been commissioned, what providers are
doing and for whom, using this to identify where
additional resources are required.

The types of services you might consider are:

Mainstream employment and skills
programmes (JCP and DWP programmes such
as Flexible New Deal, Pathways to Work and

SFA programmes such as apprenticeships, 7.7.

Train to Gain and Skills for Jobs);

Non-mainstream employment and skills
programmes (including that funded through
the local authority, Working Neighbourhoods
Fund, Local Enterprise Growth Initiative,
European Social Fund, Learning and Skills
Council/Skills  Funding Agency, Regional
Development Agency, Deprived Area Fund,
Charitable Trusts and work in Children's
Centres and through New Deal for

Communities Programmes); and 7.8.

Related services such as Connexions and Adult
Advancement and Careers Service advice,
self-employment and enterprise support, and
preventative activities for young people.

skills  7.5.

This will depend on the information available
from partners. However, since the government
policy statement was produced, departments
have agreed to produce a further document
that identi#es what information will be available
through government departments to inform this
process.

It is recommended that the mapping considers
the range of provision covered by the Work
and Skills Plan and should be carried out at a
spatial scale relevant to the plan and the local
labout market, whilst at a sub-regional level
the mapping process should allow a thorough
examination of total spend (including national
spine of employment and skills programmes). At
the local level, the process should identify how
local spend compliments services provided by
the national spine. This could cover the whole
spectrum of employment and skills provision from
14-19, to employability support, to intermediate

skills, to higher levels skills. However, it could be
more focused on one particular area of provision
- for example, if the focus of the plan is principally
on worklessness, the mapping would focus on
employability support.

14-19 Provision

Mapping could include the full range of 14-19

entitlements such as Diplomas, Apprenticeships
and Foundation Learning Tier. It should also
include provision *= both discretionary and
mainstream = which is focused directly on NEET
prevention and reduction. It would also be useful

to look at provision of careers information, advice

and guidance for young people.

Employability Support

This would include all mainstream employability
support programmes. It could also include other
employability support provision targeted on
those not currently in employment, such as that
funded by DWP, ESF, WNF, LSC Skills For Jobs
and RDAs.




7.9.

7.10.

7.11.

7.12.

In considering what constitutes employability
support it may help to consider established
models of support, which would include initial
engagement with the provider, assessment and
action planning activity, pre-work preparation,
job matching and in-work support for the early
period of employment. When mapping this
activity it is useful to categorise the type of
support. For instance whether it covers the whole
range of support from engagement to in-work
assistance or selected elements such as skills
assessments and action planning.

Basic Skills Provision/Skills for Life

This would cover the range of provision both
discretionary and mainstream which is targeted
at improving an individual's basic skills (pre-level
2). Mainstream provision would include further
education, adult and community learning and
Train to Gain. There may also be additional basic
skills' training that is supported via discretionary
funding, such as general literacy and numeracy,
ESOL provision, and/or bespoke provision
targeted at speci#c sectors/employers.

Level 2 Skills Provision

This would cover the range of provision both
discretionary and mainstream which is targeted
at supporting individuals to secure level 2 skills.
It includes further education provision and Train
to Gain, as well as Adult Apprenticeships. There
may also be discretionary funded provision
funded through ESF and/or bespoke provision
targeted at speci#c sectors/employers.

Higher Level Skills

This would include provision delivered via higher
education courses, generally funded by HEFCE.
It may also include additional level 3 and level 4
support funded from other sources e.g. advanced

7.13.

7.14.

7.15.

7.16.

apprenticeships or Train to Gain. There are also
examples of other funding (in the main RDA)
used to support speci#c sector skills. This could
also include pilot projects in the area of higher
level skills such as University Challenge Fund.

Mapping template

Information on skills provision could be collected
on a mapping template. Example headings are:

Programme/project;

Brief description of activity against client/
employer journey;

Identi#cation of funding (amount and source
of);

Delivery Agent;

Target Groups/Individuals;

Contract Period;

Speci#ed Targets/Outputs/Outcomes;
Commissioning timelines; and
Evaluation/review requirement.

The mapping will require a desk based analysis
of  existing service/delivery/commissioning
plans. However best practice mapping should
also be informed by funders and providers'
views. This will help inform judgements on the
quality of provision, sustainability and future
commissioning timelines, linkages to other
provision, and the effectiveness of referral
mechanisms/joint working. This could be done as
individual interviews or through workshops.

It may also help to gather employer views on
current provision.

Finally, the mapping exercise should take
into account planned services changes and
developments in the future, such as the roll out
of new JCP and DWP programmes.




7.17. An example mapping table is given below:

TABLE 4 + EXAMPLE EMPLOYMENT AND SKILLS PROVISION MAPPING TABLE

Type of Provision

ype of Intervention

(and brief description - 5 Qrganisation a

d Amount (£s)

Cortract  Targ

t Area/

Grdups

Outpyt

lines max)

EMPLOYABILITY Assessment and Action The Monday Trust | WNF £38,500 1 April NEETs in Young people
SUPPORT Planning - The project 2010 to Deprived wards in | engaged = 50,
aims to engage local 31 March | Anyplace Young
NEET young people and 2011 people into
work intensively with them training = 20,
helping them towards Young
training, placements and people into
ultimately employment. employment
=20
EMPLOYABILITY Assessment, Action Outdoor Project |WNF £39,400 1 April Unemployed Number of
SUPPORT Planning and Job ESF £14,000 2010to People in unemployed
Preparation - This project 31 March | Deprived wards in |individuals
targets unemployed 2011 Anyplace offered
residents (may include employment by
PT workers on very low end of March
wages etc) and provides 2009 =11
6 months supported
employment leading to
real prospects of longer
term jobs in the outdoor
industry
BASIC SKILLS Neighbourhood Local Authority SFA £120,000 1 April Lone parents Individuals
PROVISION Learning In Deprived 2010to IB claimants engaged = 250
Communities (NLDC) 31 March | Disadvantaged Skills for Jobs
is funding available to 2011 BME =200
support local voluntary People with Numbers
and community sector disabilities into work
organisations to deliver Older people placements =
learning opportunities Migrant workers | 100
for local residents; to People with low
widen participation and or no skills
encourage progression,
especially to Level 2 for
target groups of learners;
to prepare adults for
sustainable employment$;
and to promote
community cohesion and
citizenship.




8.1.

8.2.

8.3.

8.4.

Once the evidence base and provision mapping
is complete partnerships will have all the
information needed to undertake a gap analysis.
This will help inform priorities and actions for the
Plan.

The gap analysis must #rst consider the
employment and skills drivers, issues, challenges
and opportunities identi#ed through the

evidence base. It should also identify gaps in
local provision and that provided by the national

spine of provision.
opportunities could include:

Concentrations of worklessness in particular
geographical locations and among particular
client groups e.g. high numbers of workless
young people and IB claimants;

Employer demand for labour in particular
sectors and occupations arising from
signi#cant planned developments;

Forecast mismatch between labour supply
and demand + for example, a fall in working
age population against forecast rise in the
demand for labour;

Forecast skills levels insuft#cient to meet future
employer demand for skilled labour; and

Mismatch between the current skills needs of
employers and the skills level of the workless
population.

Having done this it will be necessary to assess
from the mapping the extent to which current

and/or planned provision is addressing these
issues and maximising the opportunities. It will
also be possible to identify areas of weakness
and/or where suf#cient or robust provision is not

in place.

This information can then be used to conduct a
gap analysis statement outlining:
Gaps in provision;
Duplication and fragmentation in the support
system; and

Barriers and/or in"exibilities that are impacting
on effective service delivery for individuals
and employers and improved outcomes.

8.5.

For example issues and 8.6.

Gap analysis can be generic and also speci#c. For
example, it can help identify gaps in provision
generally e.g. insuffcient basic skills provision
to meet level of demand. At the same time it

can also help identify gaps which are speci#c
to particular client groups (young people, lone

parents), particular sectors of the economy (lack
of engineering skills provision), and particular
geographies e.g. insuftcient employability outreach
targeted on identi#ed disadvantaged communities.

Examples could include:

14-19 Provision
Insufftcient NEET provision;

Lack of linkage between 14-19 and adult
provision; and

Insuf#cient engagement of schools.

Employability Basic Skills Provision
Lack of effective employability outreach;

Limited capacity within programmes in
relation to size of client group;

Limited support to assist in early periods of
employment;

Insuffcient  referral  mechanisms/linkages

between provision;
Basic Skills Provision;
Limited basic and employability skills provision;

Community and adult learning has insuf#cient
Skills for Life focus and relevance to Leitch
targets.

Level 2 Provision

Lack of provision focused on particular sectors
of the economy; and

Much of provision is accrediting existing
skills rather than generating new skills linked
to emerging markets or new employment
processes.




Higher Level Skills

Insuf#cient provision focused on identi#ed
growth sectors;

Lack of progression opportunities from Level
2 or between FE and HE; and

Lack of engagement between employers and
universities.

This will provide a robust evidence base for
identifying key actions which will in turn inform
strategic priorities.

8.8.

8.9.

Value for Money

Government also expects to see Work and Skills
Plans making some assessment of value for
money across provision. There are signi#cant
diffculties associated with this, in relation both
to attributing impacts between interventions, and
also assessing the increased cost of tackling the
higher levels of need for particular client groups.
There are also further dif#fculties in making robust
cost comparisons across varying programmes.

Nevertheless information on costs in relation
to activities and outputs may be revealing
in some cases, and will help inform the case
for continuing provision or for reallocation of
resources. Therefore, partnerships should use
what programme, monitoring, evaluation and
review material is available to them to make an
assessment of value for money of current and
planned interventions.




9.1.

9.2.

9.3.

The Government statement suggests that Work 9.4.

and Skills Plan should brigade existing partners'
resources and efforts effectively, ensuring that
local resources are being used to best effect in
supplementing and complementing the national

spine of provision. In areas that have traditionally
developed local approaches to supplement
national provision targeted at individuals with

the most complex needs, increasing "exibility
within national provision is more likely to require
a review of this local provision.

Therefore, ensuring that existing and new
provision is co-ordinated is increasingly
important. This might require consideration 9.5.

of how partners work together in a locality. It

may also require consideration of geographical
spread of provision across a local authority area
or sub-region, or rationalising provision for target

disadvantaged groups such as those with mental
health needs.

The government is encouraging councils to 9.6.

work with their partners in all service areas to
identify new ways securing improved outcomes
at less cost using a Total Place approach. This
could include tackling duplication of provision

and a shift from looking at inef#ciencies within

organisations and programmes to ways of
securing ef#ciencies between organisations
and programmes. Work and Skills plans could
provide a mechanism for doing this in relation to

worklessness and skills provision.

The current funding arrangements for tackling
worklessness and skills issues are complex.
The main sources will have been identi#ed by
the mapping exercise and are likely to include

Working Neighbourhood Fund (WNF); Local
Enterprise  Growth Initiative (LEGI) funding;
DWP funded programmes e.g. Flexible

New Deal, Pathways to Work; Skills Funding
Agency; ESF co-#nanced funds; and Council/
Partnership resources. As with the mapping it is
recommended that available resources are split
by type of service: mainstream?’; non-mainstream
and related services wherever possible.

Collating and presenting this information as an
investment budget table which covers each year
of the Work and Skills Plan should give you a
clear analysis and understanding of the resources
available. This could provide the partnership with
a basis for determining priority actions and for
targets.

An example table is provided overleaf **, this is
based on best practice examples from existing
employment and skills focused strategies/plans.
It is not an exclusive list of funding sources that
would be included, others may or may not apply
depending on scope of Work and Skills Plan and
resources and information available.

10 Although some level of estimation may be required as often this information can only be provided at the geography which the contract
covers which may not always match the geography covered by the Work and Skills plan.

= Adapted from Birmingham, Coventry and Black Country Employment and Skills Multi-Area Agreement + June 2009




TABLE 5 + EXAMPLE FUNDING SOURCES FOR EMPLOYMENT AND SKILLS PROVISION TABLE
SOURCE 2009/10 2010/11 2011/12 2012/13




10.1. As outlined above Work and Skills Plans will Determining Plan Vision and
pro_\/l_de a meghamsm for co-ordinating part_ner Priorities
activity, better integrating employment and skills,
agreeing roles and relationships, rationalising 10.5. The Work and Skills Plan should have at its core
services and providing the rationale for greater a shared partnership vision of the future shape
in"uence over the planning and delivery of of the local economy and employment and skills
mainstream services to the local level. The needs. This vision should "ow from and link to
government suggests that the Plans act as the wider economic growth objectives for the locality.
framework for commissioning. The vision could be one that already exists

10.2. Therefore, the plan should set out how partners or C(.)UId .be one that requires development +

. . ) possibly via a visioning event or workshop.
will work to improve the delivery of employment
and skills services in a more co-ordinated, 10.6. From this vision a number of strategic priorities
efffcient and cost effective way and ensure and objectives will "ow. A key mechanism for
enhanced outputs and outcomes. setting these priorities and objectives is to:

10.3. Having developed a robust evidence base, Consider where the partnership is now =
mapped current provision and identi#ed the clarify the context and issues faced in the
key employment and skills funding streams and locality with regard to employment and skills
budgets the next stage of producing a Work and + this will "ow directly from the evidence base
Skills Plan is to agree a strategic vision, priorities, and subsequent gap analysis; and
objectives and actions. Identify where the partnership wants to go *

10.4. The involvement of all key stakeholders in this is assess the needs and issues and establish the
essential. It is important that all those who will be headline strategic priorities that "ow from the
involved in subsequent delivery participate in the vision.

Process. 10.7. It is recommended that partners agree a small

number of strategic priorities (a maximum of 5 or
6) and that these are aspirational, achievable and
measurable. These could then form a number
of themes/priority workstreams under which
more detailed action planning is undertaken. An
example of the process involved is outlined in
summary below:

TABLE 6 + EXAMPLE IDENTIFICATION OF STRATEGIC PRIORITIES AND WORK STREAMS TABLE

High NEETs and rising youth unemployment

To effectively link youth and adult provision

Alignment of 14-19 agenda with
adult employment and skills

Areas with high concentrations of worklessness| To
within  which very
employability programmes

few residents access

improve economic activity
engagement with workless residents in priority areas,
changing motivations and behaviours, improving access to
employment and skills support, vacancies and work

rates by increasing | Greater Customer Reach

Provision not fully addressing needs of particular
client groups (such as ethnic minorities, young
people or people with mental health problems)

To ensure greater clarity around the support available
to clients ensuring that all individuals in need are able to
access via a single gateway the range of supports available
required to secure and sustain employment

An improved, co-ordinated client
offer

Evidence of skills gaps, particularly at level 3| To ensure skills provision in place at all levels to meet current |A  more  demand-led  skills
and with lack of available provision and future needs of local economy infrastructure
A fragmented employer support landscape [To engage employers and improve support to assist in An  improved, co-ordinated

the recruitment of workless residents and retention and
progression of people in work

which causes confusion for employers and
prevents them accessing appropriate support

employer offer




11.1.

11.2.

11.3.

11.4.

Having identi#ed the strategic priorities and
associated workstreams, partners can then
determine the short, medium and long-term
actions to close the gap between where
employment and skills provision is now and
where it needs to be. It will require clear actions,
lead individuals, timescales, resources, outputs
and outcomes.

This will ensure partners stay focused on
delivering the agreed priorities even in times of
change.

Action and Resource Planning

The action plan should demonstrate how
individual activities contribute towards achieving
the overall vision % linking the strategic priorities

and contribution of individual agencies/
organisations to these. Actions should be
meaningful and measurable and linked to

budgets by enabling allocation of available
resources to the strategic priorities, and
performance management processes. The action
plan will be critical in outlining how local activity
and resources will be used to complement and
add value to the national spine of work and skills
provision.

The action planning process will work best as a
collaborative and interactive process. Partners
and stakeholders could be involved in a series
of workshops centred on the strategic priorities/

workstreams. It will ensure that all partners have a
consistent view of the strategic priorities and the

actions required.

11.5.

11.6.

The use of a template can be an effective
way to guide this action planning process. It
could provide advice on exactly what type of
information needs to be added into every part of
the plan. A best practice template would include:

The Strategic Priority/Workstream = what you
want to achieve;

The supporting arguments - brief description
of why it is important;

What you will do - brief description of the
planned intervention;

Timescale + time period over which it will be
undertaken;

Lead partner £ agency and role;

Delivery partners +
and roles;

other partners involved,

Expected benetts * target outcomes and key
milestones which should be measurable and
quanti#able; and

Resources + #nancial and non-#nancial

support required.

The action plan should be short, clear and
easily understood. Actions identi#ed will be
strategic * those which are essential to achieve
progress, those which are underpinning and
enabling actions and those which focus on
integrating services. Identifying a small number
of key priorities will help focus attention and
increase the likelihood of changes being made.
An example action plan is template outlined
overleaf.




TABLE 7 + EXAMPLE ACTION PLANNING TEMPLATE

Strategic
Priority/

Workstream

Delivery/
Lead
Organisation

Funding
Source(s)
and Amount
(Es)

Timescale

Output
Targets/
Outcomes

Greater Pilot project + outreach To address limited accessing of Local WNF £ £x 1 April Individuals
Customer teams operating in 2 existing provision by residents of Authority RDA - £x 010 + 31 lengaged = x
Reach selected priority wards with | selected wards March Assessment and
aim of engaging individuals 2011 Action Plans
in employability support undertaken = x
Individuals
referred to
support = x
An improved, | Develop referral Improve support on offer to Local WNF - £x L April
co-ordinated mechanisms between individuals in order to address the  |Authority 2010 £ 31
client offer employability support and | full range of barriers to employment March
wider services e.g. health, |and to ensure more robust and 2011
housing, money advice and | seamless referral across supports.
social work
An improved, | Develop agreed working Employers can identify, understand | JCP No By Increased
co-ordinated protocols and referral and use the range of provision on additional December | numbers of
employer mechanisms across offer and obtain the best service to funding 2010 employers
offer providers to simplify meet their needs. A simpli#ed menu required accessing
the employer offer and of services will make it easier for recruitment and
ensure a 2no wrong door them to recruit new staff from target vacancy support
approach to the accessing | groups and to help employees who programmes
of support® need training support.
A more Key sector reviews To secure greater understanding RDA RDA - £x Reviews Key sector
demand- undertaken to ensure of the skills needs of employers in complete reviews
led skills that sector skill needs are | priority sectors in order to inform by undertaken = x
infrastructure | articulated and provider development of provision and February | Consultation
networks are responsive. support increased growth and 2011 meetings held

productivity in these sectors.

=X




12.1.

12.2.

A co-ordinated approach to local commissioning

and in"uencing employment and skills provision

will be central to the implementation of the

Work and Skills Plan. Flowing from the strategic
priorities and action plan it is likely that partners
will agree to commission speci#c activity jointly.

This will assist in securing:

Enhanced value for money and economies of
scale through shared services, simpli#cation of

contracting and more opportunities for cost
effective supplier development;

Greater consistency in service delivery; and

Complementary of local specialist provision.

Having mapped the various levels of
commissioning and business planning cycles,
associated resources and priorities for action,
the partnerships should establish protocols
and working arrangements for joint local
commissioning. In the #rst instance this will
relate to those funding streams over which the
partnership has direct control, e.g. WNF, ESF,
ERDF and LEGI. This could then inform the
development of a commissioning framework
which becomes the single point of reference
for the commissioning of employment and skills

related activity in the locality.

In the case of sub-regional partnerships, the Plan
might also outline how the priorities should shape
their commissioning plans, as well as the plans of
other agencies, such as the 14-19 commissioning
Plans and regional skills strategies.

It is envisaged that the Plan will form the basis
for a discussion with regional and government
agencies. The government's Work and Skills Plans
policy statement says that the principles applying
to greater devolution are:

Proposals must be clearly based on evidence
and demonstrate either improved ef#ciency
and/or effectiveness;

Partnerships should demonstrate commitment
through the alignment of their own funding
within proposals;

Proposals must be supported by a credible
business case; and,

Appropriate  performance = management
mechanisms must be agreed and ready to
implement so that partners are accountable
for any devolved responsibilities.




13.1.

13.2.

13.3.

should

Performance
progress, drive improvement and inform decision
making. An effective work and skills plan should
have at its core a robust approach to performance

Management assess

management. Partnerships should consider
the establishment of a common performance
management framework which would include a
commitment to shared targets but also consider
relevant inputs, outputs and outcomes.

The performance management framework
underpinning the Plan should describe all efforts
by partnerships to ensure that the vision and
strategic priorities/objectives are delivered to the
required standard. It should establish a shared
understanding of what is to be achieved and
an approach to leading and developing actions
to ensure it is achieved. Effective performance
management is based on the @Plan, Do,
Review® cycle below. More detailed guidance
on performance management is provided by
the idea at www.idea.gov.uk/idk/core/page.
do?pageld=76209 .

It is anticipated that in the future, Government

Ofttces will consider the Work and Skills Plans as 13.6.

part of the LAA target setting process, and the
Audit Commission will use them to inform the
CAA.

FIGURE 3 + PLAN, DO, REVIEW CYCLE

P

DO

M

REVIEW

I

REVISE

13.4.

13.5.

Setting Targets

Targets help to drive improvement in a number of
ways. They can help the partnership to:

De#ne an agreed direction;
Focus attention and resources; and,
Motivate and challenge.

In setting targets partners need to be clear what
they are trying to achieve and the time period
required to achieve it. Good practice in setting
targets would be for partners to:

De#ne where you are and where you want
to get to by reviewing trends, considering
variations, projecting forward, using
comparisons and taking account of ability to
in"uence outcomes;

Identify the most appropriate measures;

Consult and involve those who will be held to
account; and

Translate the targets into the action plan.

Partners might want to consider whether the
LAA targets they have in place are suf#cient to
monitor the achievement of the plan. Given that
the number of LAA targets that a local authority
has to have is set to be reduced further for the

IDENTIFY VISION AND STRATEGIC OBJECTIVES/PRIORITIES

IDENTIFY ACTIONS REQUIRED TO ACHIEVE STRATEGIC PRIORITIES

REGULARLY REVIEW/MONITOR THE EFFECTIVENESS
OF THE ACTIONS IDENTIFIED

ANNUAL REVIEW OF PROGRESS AND REVIEW/REFRESH
FOR NEXT CYCLE OF ACTIVITY




13.7.

13.8.

13.9.

next round (2011-2014) partners may want
to consider including a wider range of local
indicators and targets. This might re"ect speci#c
additional DWP or BIS departmental priorities
and targets, or additional local or sub-regional
priorities.

Recent advice from government with regard
to current targets on worklessness + given the
current economic climate - is to have 2closing the
gap° targets.

Monitoring Performance

Work and Skills Plans should identify the process
for monitoring and reporting on progress. This
includes monitoring programme/project activity
and associated milestones as well as progress in
achieving targets. It is likely to be incorporated
into the overall performance management
arrangements for the Local Strategic Partnership,
alongside LAA monitoring arrangements.

The objectives of specifying monitoring and
reporting arrangements for Work and Skills Plans
could include:

Providing the basis for robust evaluations of
project and programme;

Enabling local provision to be compared on
a consistent basis, providing opportunities to
identify and spread good practice;

To drive on understanding of where the
customer journey / provision network is not
functioning effectively; and

Underpinning a case to Government that it
should grant further "exibilities or devolve
issues.

13.10.

13.11.

13.12.

13.13.

13.14.

13.15.

Partners could also look at how they would use
data from all partners. For example working with
JCP could give the partnership access to longer
term performance monitoring data at the local
level.

It is recommended that partners set out
arrangements for an annual review process of the
implementation of the Work and Skills Plan.

Risk and Opportunity Management

It can also be helpful to identify the risks and
opportunities likely to arise and put systems in
place to monitor and manage these effectively.
A risk is anything that could adversely affect
the partnership achieving its objectives. An
opportunity is anything that could enhance the
partnership’s ability to achieve its objectives.

Risks and opportunities can be strategic or
operational + strategic are more likely to
affect medium and long-term priorities while
operational tend to be more immediate in their
impact.

All risks and opportunities * strategic and
operational + should #rst be identi#ed, then
categorised by their likelihood of occurring
and their potential impact. Mitigating actions
should also be identi#ed and responsibility for
monitoring and managing identi#ed. Risks and
opportunities should be reviewed on an ongoing
basis.

An example of a relevant risk/opportunity register
is outlined overleaf.




TABLE 8 + EXAMPLE OF RISK/OPPORTUNITY REGISTER

Strategic Risk/Opportunity hance of Impact** Mitigating Action

Priority/ Occurring*

Workstream

Greater Macro economic factors impact | High High The approach will be "exible enough to adapt and RDA
customer reach | further on the local economy accelerate efforts to combat adverse economic

An improved, e.g. major job losses shocks. Partnership activity will also complement
co-ordinated other economic development interventions to

client offer diversify the local economy reducing dependency

on vulnerable sectors and to increase the capacity
of the local economy to respond positively to macro
economic challenges.

All Insuf#cient Resources - The Signi#cant | Medium |Governance and management structures will Local
plan assumes a certain level of allow identi#cation of variations and agreement Authority
resourcing will be available. This of reprioritisation. The commissioning model will
could vary because budgets allow for variations and changes to targets and
are reduced or barriers emerge focus. Alternate/replacement funding would be
that prevent organisations from investigated.

aligning/contributing resources
in the way expected

* Very high £ 90% chance High + 65%-90% chance Signi#cant + 40%-65% chance Low + 10%-40% chance Very Low * 1%-10% chance
** High + major impact (on ability to achieve priorities/objectives) Medium + moderate impact Low + minor impact




14.1.

14.2.

14.3.

A formal evaluation can help partners to assess
the impact of the Work and Skills Plan on
employment and skills priorities and objectives.

Evaluation can also help identify the effectiveness
of the key processes, interventions and actions
e.g. effectiveness of local/devolved delivery, and

improve the sector’s ability to share and build on

best practice.

It may take time for progress against targets to
manifest, and the evaluation may need to assess
progress towards them using milestones or
intermediate targets and/or indicators. Partners
may also wish to consider comparisons with other
areas/programmes. This is particularly helpful
when looking at employment and skills changes
as it becomes easier to allow for changes due to
external changes in economic activity.

It is not difffcult to collect data showing how
employment and skills rates are changing and
how the gap may be narrowing. However, it is
more of a challenge to show whether this is as
a result of the Work and Skills Plan intervention.
This can be informed by:

Comparing change with comparator and/or
contextual areas;

Collecting data for individuals/employers
through caseload tracking so that positive
outcomes can be linked to the various
programmes and other assistance that the
person has bene#ted from; and,

Underpinning the evaluation with a 2theory
of change® which should describe how you
expect the Plan to achieve outputs, outcomes
and impacts.




The role of local authorities in co-ordinating and leading

partners to support local economies and tackle the
impacts of recession has now been #rmly established.
This has developed at an individual local authority level
through the development of Local Strategic Partnerships
and Local Area Agreements, and sub-regionally through
the policies identi#ed in the sub-national review of

economic development and regeneration and in

particular MAAs.

The following paragraphs brie"y review the development
of policy in this area leading up to the requirement to
produce Work and Skills Plans, and up to the publication
of the recent Skills and Employment White Papers.

Building on the Leitch Review'?, government policy has
encouraged integration and streamlining of employment

and skills support and the devolution of accountability

and resources to local areas has helped facilitate this.
The City Strategy Path#nders started the process of
integrating support in geographic areas.

The Welfare Reform White Paper® and proposed
three levels of devolution within DWP Commissioning,

or increasing joint work between DWP and local
partnerships. In England this is being implemented

through City Regions, Multi Area Agreements and City

Strategy Path#nders. In these areas DWP will work with
sub regions to give them greater involvement in and

in"uence over DWP commissioned programmes.

The Houghton Review'* #rst introduced the notion of a
Work and Skills Plan and made the link to the gover nment's
plans for devolution. The government response to th e
review'® supported the proposal, and identi#ed the need

for such plans to be produced by partnerships recei ving
Future Jobs Fund as well as those seeking devolution.
Outside these categories the plans would be volunta ry,
although it should be noted that the majority of Co unty,
Unitary and London Boroughs are covered by Future
Jobs Fund programmes. The response also stressed that
for the DWP to consider devolution, partnerships wo uld
need to demonstrate strong governance arrangements
as well as the capacity to achieve improved employm ent
outcomes. The government has also identi#ed the Plans

as being an appropriate mechanism to make the case for
the devolution of strategy setting powers for adult skills
provision.

As part of the Machinery of Government Changes, the
government set out proposals in 2008 *° for transferring
responsibility for funding the education and training
of young people from the Learning and Skills Council
to local authorities (supported by the Young People's
Learning Agency), and to transfer the responsibility
for adult education and training to a new adult Skills
Funding Agency. At the same time the National
Apprenticeship Service and the Adult Advancement and
Careers Service were established.

The Local Democracy, Economic Development and
Construction Act 2009 requires councils to undertake
economic assessments for their areas and contribute
to the Regional Development Agencies' new Single
Regional Strategies.

The governments skills strategy, Skills for Growth'’, places
signi#cant emphasis on the expansion of vocational
education and particularly advanced apprenticeships , and
for the need to switch funding towards priority sec tors
in response to economic need. Regional Development
Agencies will produce regional skills strategies, and
these will articulate employer demand and align ski lls
priorities to support economic development prioriti es and
employment growth sectors. Skills strategy setting powers
will lie with RDAs and sub-regional partnerships where
these powers have been devolved. People receiving
bene#ts will be a priority for the skills system.

The Employment White Paper®® introduced the
development of the role of Jobcentre Plus towards

personalised responses in the same way that this
has been developed for DWP contractors delivering
Flexible New Deal and Pathways to Work. The White
Paper also supports the involvement of partnerships in
commissioning, integration of employment with skills,

identifying ef#ciencies through a Total Place approach,
and improving service delivery through co-ordination

between local and mainstream provision.

12| eitch Review of Skills, HM Treasury, Dec 2006

1B Raising Expectations and increasing support: reforming welfare for the future, DWP Dec 2008

14 Tackling Worklessness: A Review of the contribution and role of English local authorities and partnerships, DCLG, 2009
15 Stepping up to the challenge: The Government's response to the Tackling Worklessness Review, DCLG, May 2009

16 Raising Expectations: Enabling the system to deliver, DCSF, March 2008

17 Skills for Growth: The national skills strategy, BIS, Nov 2009

18 Building Britain's Recovery, Achieving Full employment, DWP, Dec 2009
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