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Introduction

 AUTONUMLGL 
The Management Extension Programme

 AUTONUMLGL 
The Management Extension Programme (MEP) is primarily a business development tool supporting Lanarkshire companies.  It contributes to the Scottish Enterprise Lanarkshire “Changing Gear” broad objectives of:

· Building and attracting businesses, by encouraging SMEs to grow and expand successfully

· Building a learning industry by encouraging individuals to participate in learning and skills development.

 AUTONUMLGL 
The Management Extension Programme places unemployed middle managers and technologists in Lanarkshire companies for a maximum period of 26 weeks.  The role of the individuals placed is to carry out a specific project identified before the beginning of the placement.  These projects are intended to benefit:

· the companies, by supporting them in the development, improvement or implementation of a business strategy and/or by leading to additional sales, profits and employment;  

· the individual participants, by improving their job prospects through the provision of up to date work experience, training and by enabling them to prove their aptitudes to prospective employers; and

· other unemployed individuals in similar circumstances, who will benefit from the change in attitude of participating employers towards them as a group as a result of their positive experience through MEP.

It is therefore a business development programme, an employment programme and a catalytic labour market programme.  It is not, however, a recruitment or matching programme.

 AUTONUMLGL 
Individuals joining the MEP must be unemployed, but there is no duration requirement.  Participants receive an allowance of £240 per week, paid for partially by the company (£120 per week) with the remainder coming through the Small Business Gateways (SBGs) administering the programme.  The public sector element is part funded with European money, receiving support from both ESF (for the training element) and ERDF (for the placement element).  The remainder comes from Scottish Enterprise Lanarkshire.  The two SBGs currently administering MEP are Hamilton SBG and Monklands SBG (where it is known as the Professional Placement Programme – PPP).

 AUTONUMLGL 
This study

 AUTONUMLGL 
This evaluation covers the period 1997-2000 and as such focuses primarily on placements and projects undertaken within this period.  However, comparisons are made with the period of the last evaluation when appropriate.  The present study is based on three elements: 

· discussions with the two Small Business Gateways running the MEP (Monklands and Hamilton);

· a survey of individual formerly unemployed participants; and

· a survey of companies who have provided placements.

 AUTONUMLGL 
The individual participants were surveyed by telephone.  Sixty three responses have been achieved from a pool of one hundred and seventy three total participants in the period, a shortfall of twenty two on the initial target of seventy five responses.  Table 1.1 explains why the numbers achieved have been lower than expected.  

Table 1.1:  Survey of MEP participants

	Total number of participants 1997-2000
	173

	Total achieved
	63

	Not achieved
	110

	Wasn’t on the scheme
	1

	Wrong number/unobtainable
	56

	Refused to participate
	5

	Duplicate contact
	4

	Repeated call back (all contacted a minimum of 3 times)
	37


Source:
FMR

 AUTONUMLGL 
Originally it was intended to survey a total of seventy companies, ten face-to-face and the rest by telephone.  Although all ten face-to-face interviews were completed successfully, only forty five interviews were achieved over the phone, meaning that the overall shortfall is fifteen companies.  The available pool of respondents was reduced by the fact that some had made use of the programme twice, and for practical reasons could only be asked about their most recent one, by inaccurate monitoring information and by a number who had ceased trading (not unusual for a programme concentrating on start-ups).  Some respondents indicated their willingness to complete the survey if it was posted to them.  However, the survey was not designed for a postal and combined with experience of response rates by this medium, it was decided not to go ahead and thereby delay the processing of results. 

 AUTONUMLGL 
The next chapter of this report will deal with the implementation of the programme and issues arising.  The next chapter looks at the programme’s performance, firstly in terms of labour market benefits for participating individuals and then in terms of business benefits for companies.  The final chapter brings the findings together in order to reach some conclusions and recommendations for the future of the programme.
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Programme Implementation

Context

 AUTONUMLGL 
When MEP was last evaluated (for the period 1994-1997), it was one of several placement programmes.  Some of those programmes are no longer delivered, giving MEP more ‘room’.  Until 1997, MEP was also taking place in a context of higher unemployment than it has been for the period covered by this evaluation.  This can be expected to mean that the available ‘pool’ of unemployed individuals suitable for the programme is smaller and hence that there may be more difficulties in filling places; on the other hand, ‘demand’ amongst companies is likely to have gone up as the labour market tightens generally.

Costs

 AUTONUMLGL 
Between April 1997 and March 2000 there have been 173 participants in 142 different companies.  For that period, the total programme costs have been £1,320,100, which works out at £7,630 per participant, some £2,000 more per person when compared to the previous evaluation period.  Furthermore, the public sector has disproportionately borne this rise in costs: in 1994-97, the public sector covered nearly 69% of costs, for 1997-2000, that figure is 79%.  This is possibly explained if the increases in costs for administration, advertising and training have been picked up only by the public sector (since both have increased their spend on the participants’ allowance by equal amounts, each moving the contribution up from £90 per week to £120).

Table 2.1:  Programme costs

	
	1997-98
	 1998-99
	 1999-00
	Total 1997-00
	Unit cost 1997-00
	Total 1994-97
	Unit cost 1994-97

	No. of places
	55
	65
	53
	173
	
	152
	

	SEL spend £
	240k
	240k
	240k
	720k
	4,161.8
	449.3k
	2,956

	ESF/ERDF £
	108k
	108k
	108k
	324k
	1,872.8
	148.8k
	979

	Total public sector cost £
	348k
	348k
	348k
	1,044k
	6,034.6
	598.1k
	3,935

	Company contribution £
	80.56k
	107.8k
	87.74k
	276.1k
	1,595.9
	273.6k
	1,800

	Total cost £
	428.56k
	455.8k
	435.74k
	1,320.1k
	7,630.6
	871.7k
	5,735


Source:
SEL records

 AUTONUMLGL 
The capacity of the programme to attract other sources of funding is measured by the leverage (Table 2.2).  Comparison of public sector and private sector leverage show that MEP has attracted more public funding (45% of SEL spending) than private funding (38.3% of SEL spending).  SEL spending for MEP 1997-00 has been less good value for money than in the previous period when the implementation of the programme had required less additional public spending (33.1%) and it had attracted more private funding as compared to the SEL contribution (60.8%).  This dramatic fall in private sector share of the cost of running the programme may be due to a shortening of the length of the programme added to the huge increase in unit cost of MEP.  This increase has been mainly bared by the public sector as shown in table 2.1: the total public sector contribution unit cost went up by nearly £2,000 and the private sector contribution unit cost went down by about £200 between 1994-97 and 1997-00.  Despite an increase of the companies’ weekly contribution from £90 to £120, the private sector leverage, as compared to total public funding, has only be 26.4% ; it had been 45.7% in the previous period of implementation (table 2.2).  Finally MEP has only levered in total 83.3% of the SEL contribution ; it had achieved a 94% leverage in 1994-97 (table 2.2).

Table 2.2:  Programme leverage

	
	Total 1997-00
	Total 1994-97

	Total leverage (all other funding)
	83.3%
	94%

	Other public leverage (ESF/ERDF)
	45%
	33.1%

	Private leverage (companies)
	38.3%
	60.8%

	Private leverage by total public funding
	26.4%
	45.7%


Source: SEL expenditure figures

Recruitment

 AUTONUMLGL 
Both Monklands and Hamilton Small Business Gateways have advertised the programme to potential participants in their respective local press but with little success.  A joint advertisement in the regional Glasgow Herald yielded some 90 applications.  European funding means that individuals are eligible if they live within the boundaries of the old Strathclyde Region – allowing MEP to access a wider pool of potential recruits.  Many of these, however, did not have the appropriate skills or backgrounds for a placement.

 AUTONUMLGL 
The survey of individual participants suggests that the press advertising route has been quite successful, with just over half saying it was the route through which they learnt about MEP.  The Jobcentre and word of mouth were the other two main routes, each cited by 14%, suggesting that the programme enjoys a good reputation in the wider context.

 AUTONUMLGL 
Recruiting companies has been a more straightforward process for the SBGs.  Both SBGs tend to work through companies with whom they already have contact, and since they each only offer 20 MEP places per annum, demand easily outstrips supply for places.  Moreover, people from the SBGs felt that the quality of the projects offered by companies for placements was high.  If the recruitment of companies has been a rather easy task for the SBGs it does not mean that it has always been appropriate in terms of additionality for the programme.  The characteristics of the participating companies, their objectives and attitudes of their managers to the relevance of the placement and the projects are discussed below.

 AUTONUMLGL 
Nearly half of the surveyed companies first found out about MEP during the course of ongoing contact with their SBG with just over a fifth finding out about it through a specific approach to them.  One company (with some 1,000 FTE equivalent employees) was involved through a board connection with the SBG, another is the SBG!  Both these two examples (although exceptions), particularly the second, raise some serious questions about the recruitment of companies to the programmes, especially if MEP is seen as a (partially catalytic) business development programme.  Overall, there is an impression that this programme is primarily used by companies with which the SBGs already have a good relationship – possibly based on use by the company of SEL/SBG support in the past. 

Participating individuals

 AUTONUMLGL 
During the period 1997-2000 173 individuals have participated in the MEP. 63 participants were interviewed (36% of the total), 32 from Hamilton and 31 from Monklands.  Given the greater difficulties associated with completing successful interviews with those who were on the programme at the start of the period (more chance of telephone numbers becoming out of date, a diminished willingness to be interviewed), it is pleasing that nearly 40% of respondents began their participation pre-1999.

 AUTONUMLGL 
Of the 63 people interviewed, 58 were male, and slightly more than 70% more than 45 years old.  This is not dissimilar to those interviewed for the last evaluation and not surprising given the nature of a programme that targets older unemployed middle managers and technicians.  It also explains the rather high level of qualification of the respondents: more than 60% have a degree or a university diploma.

 AUTONUMLGL 
The prior length of unemployment, however, is lower than at the time of the last evaluation: for the last three year period, nearly 70% of participants have been unemployed for less than six months prior to starting MEP, compared to 57% at the last evaluation.  This is illustrated in greater detail in Table 2.3.

Table 2.3:  Prior Duration of Unemployment

	
	Number now
	% now (% last evaluation)

	0-3 months
	25
	40 (31)

	4-6 months
	18
	29 (26)

	7-12 months
	10
	16 (31)

	Over 12 months
	9
	14 (13)

	No answer
	1
	1

	
	63
	100


Source:
Survey of MEP participants

 AUTONUMLGL 
It should be of some concern to those running the programme that a quarter of respondents said that their activity prior to participation in MEP was ‘in work’, given that one of the programme’s objectives is to help those out of work back to employment.  Further investigation of these cases suggests that at least half of the participants were in some form of work (although this may have been temporary employment).  It is possible that the remainder mis-interpreted the question but in any event were in a job very recently, although they may well not have been working when they responded to the advert for MEP.  The full results are in the following table.

Table 2.4:  Prior activity to joining MEP

	
	Frequency
	Percent

	Was on a training and employment programme
	7
	11

	Was looking for work in the JobCentre
	22
	35

	Was looking for work through private recruitment agencies
	9
	14

	Was in work
	16
	25

	Was retired
	6
	10

	Other
	3
	5

	Total
	63
	100


 AUTONUMLGL 
Respondents were asked if without MEP they would have had a good or reasonable chance of getting a job.  65% felt that their chances of getting a job would have been good or reasonable, 32% poor and 3% did not know.

 AUTONUMLGL 
Given the tightening of the labour market since 1997, it is not surprising – though no less striking – that motivations for becoming participating in MEP have changed.  In 1997, the most frequently cited reasons were wanting to get up to date work experience, to demonstrate skills to a potential employer and simply ‘getting out of the house’.  While getting up to date work experience was cited this time round by a quarter (down from a third), the other two were mentioned by only 14% and 3% respectively.  The most common reasons now are because the training sounded good (over two in every five) and to go back to the labour market at a suitable position (over 45%).  Overall, it appears that just being in contact with the labour market is no longer considered good enough from the participants’ point of view – rather, they are looking for specific and career-orientated outcomes.

The participating companies

 AUTONUMLGL 
Of the 142 companies who have participated in MEP within the evaluation period, 55 have been interviewed, just under 40%, of which 24 were within Hamilton SBG’s remit and 31 in Monklands SBG’s.  Over 25% of those interviewed were involved in the programme pre-1999.  In terms of sector, there are a broad range of companies, with IT, electronics, engineering and (light) manufacturing the most common.  

 AUTONUMLGL 
On average, the companies have 57 full time equivalent employees, although this is skewed by two very large companies with over 500 FTE equivalents.  Without these two outliers, the average size is 25.5 FTE equivalents, the smallest having just two and the largest 108.  Nearly two thirds have fewer than 20.

 AUTONUMLGL 
It has proved much harder to develop an accurate picture of turnover from companies, who have on the whole been quite cautious about giving away such commercially sensitive information.  Of the 16 who did give a specific response, the average turnover was £1.3m (excluding one outlier with a turnover of over £80m).  Twelve companies would not even divulge into which of three broad bands their company’s turnover fell into, but of those who did (including those who gave specific answers) 9% had a turnover of less than £100,000, 51% one of between £100,000 and £1m and 40% with turnovers of more than £1m.

 AUTONUMLGL 
Companies were asked to estimate where their competition lay.  On average, of those companies interviewed, a fifth of their competition is reckoned to be local (Lanarkshire and near Central Belt), 35% in Scotland, a quarter in the rest of the UK and only 8% abroad.

Approaches

 AUTONUMLGL 
The two SBGs have adopted slightly different approaches.  These are compared and contrasted in the following table.

Table 2.5:  Implementation mechanisms for the two SBGs

	Hamilton SBG
	Monklands SBG

	All suitable applicants interviewed
	Only best applicants interviewed

	Projects are identified during discussions with companies (e-commerce in particular is needed
	Profile details of the individuals, develop action plan

	2 to 3 applicants per placement
	1 to 2 applicants per placement

	Refresher 3 week course: up to date CV, interview techniques, supervisory NEBs certificate, IT.
	No initial training.  Training is done during the placement, and companies release the individual for it.

	23 week project, visit them a few times once on the project
	18 week project with scope for extension (if requested by company)


 AUTONUMLGL 
Companies are under no obligation to recruit the individual at the end of their project nor indeed to retain them for the duration of the project if it is not working out.  In practice, however, SBGs do follow up to ascertain reasons behind any less successful outcome than expected.

 AUTONUMLGL 
Programme staff clearly perceive that the programme is popular amongst participating companies and individuals – even those where it does not work out as intended can see the validity of the concept.  However, it is not clear that either participants or programme staff are able to reconcile the business development objective and the employment objective – which are not always compatible as the programme design assumes.

Training

 AUTONUMLGL 
All placements receive some training as part of the MEP (a small proportion of participants all from Hamilton SBG said they did not receive any training but we believe that this is because they did not recognise the induction process as “training”.  There are, however, significant differences between the training received by those whose placement was through Monklands SBG and those whose placement was through Hamilton SBG.  Three quarters of those with Monklands felt that all their training was relevant, with all but one of the remainder reporting that at least some parts of it were.  Only a third of those with Hamilton felt their training was wholly relevant, although 50% did feel that parts of it were relevant.  This is perhaps not surprising given that nearly nine in ten with Monklands felt they were able to influence the content of their training, compared to just over a third with Hamilton.  

 AUTONUMLGL 
These results suggest strongly that the model of training provided through Monklands (no initial training, but rather training on a day-release basis from the companies) compares very favourably with that at Hamilton (an initial three week refresher course).  The main problem for the latter appears to be that the training was not always felt to be relevant to the type of job they wanted or was too basic.

The placements

 AUTONUMLGL 
Surveyed companies were asked into which broad field the project for the placement fell.  The answers (some projects fell into more than one field) are in Table 2.6.  The most common involve sales, followed by IT and issues surrounding finance.

Table 2.6:  Nature of projects

	
	Frequency
	Percent

	Financial issues/control
	7
	13

	Management
	5
	9

	Export
	1
	2

	Production
	5
	9

	Marketing
	8
	15

	Product/service quality
	6
	11

	Environment
	2
	4

	Working towards ISO 9000
	2
	4

	IT/computers
	8
	15

	Training
	3
	6

	Sales
	10
	18

	Engineer/technical
	5
	9

	Other 
	6
	11


Source: Company survey

 AUTONUMLGL 
Only 27% of participating companies had identified a need for the project internally and then sought a way of carrying it out.  Nearly as many (22%) saw MEP as an opportunity to try out an additional person – it is likely that there would have to be some pre-identified set of tasks for such a person, but it is not the same as perceiving a need for a specific, discreet and temporary task.  Nearly half came up with the idea for the project in discussion with a business advisor.  This suggests that there has not been a large, unmet demand for such projects amongst participating companies, but rather, they have been persuaded that it might be worth pursuing.  

 AUTONUMLGL 
Evaluation of the 1994-97 MEP programme had found very different results: three quarters of the companies had previously identified the need for the project, only 12% came up with a project to make use of the MEP placement, and only 8% identified the need for the project in the course of business advice sessions.  The implementation of MEP does appear to have changed over the years – from responding to an identified business need to providing a pretext for trial recruitment.

 AUTONUMLGL 
This is reflected by the responses from the individual participants, less than half of whom perceived their project as being ‘much needed’ by the company.  A similar proportion to those companies who had identified a project prior to knowledge of MEP amongst participants saw their placement activities as a temporary project (three in ten), while four in ten characterised it as a project which was aimed at becoming a long-term (open ended) activity.  

 AUTONUMLGL 
When companies were asked what they valued most in the establishment of MEP for them, fewer than 10% reported that their business advisor had helped them by checking the viability of the project.  Nearly a quarter mentioned the expertise of the business advisor in the recruitment process with nearly two thirds saying that the value lay in their having to spend less time and effort looking for the right person.  The same proportion mentioned the financial support for the recruitment.  

 AUTONUMLGL 
When asked what they would have done regarding the project in the absence of MEP, it is telling that over half said it would not have happened at all.  Just over one in ten in this category gave their reason (or one of their reasons) as the role of MEP in identifying the project.  60% said that it would have been because it would not have been worth paying the market rate, and 40% said that they could not afford it.  Comparison with the evaluation of the 1994-97 period confirms that the implementation of the MEP programme has changed to a more complaisant attitude towards businesses.  In 1997, 36% of the projects would not have happened without MEP, the reason being, for almost all the companies that they could not have afforded it and only 3 companies acknowledging that it would not have been worthwhile at the market cost.

 AUTONUMLGL 
Half of the third who said it would have happened but later, said it would not have happened for at least six months (another third of those saying it would happen later were not able to put a timescale on it).  On the one hand, this represents high additionality for the project – without MEP, it would not have happened; on the other, it could suggest that often the project was not a priority for the business.

 AUTONUMLGL 
The following table describes the answers given when those who would have undertaken the project were asked who would have done in place of the MEP participant.  37% of these respondents believed that this alternative route would be no more expensive for them when compared to MEP.  The high levels of expectation of support from the public sector are noteworthy.

Table 2.7:  Who would have carried out project in absence of MEP

	
	Frequency
	Percent

	Existing employee
	6
	22

	New recruit on temporary contract
	7
	26

	New permanent recruit
	5
	19

	Private sector consultant
	1
	4

	Someone thro' other public sector prog.
	8
	30

	Total
	27
	100


 AUTONUMLGL 
The strong overall impression – and one that became clearly apparent in the face-to-face interviews – is that what primarily drives companies in their involvement with MEP is not the ‘project’, but recruitment.  For example, over a third of companies anticipated taking the MEP participant on as a permanent employee because they “needed another person”.  Another 27% would give the person a post “if they could generate additional business/make themselves worthwhile”.  Only 36% saw the project at the outset as a one-off.

 AUTONUMLGL 
This (relative) lack of interest in the project itself per se on the companies’ part is reflected by the fact that 70% of individual participants felt they did not receive sufficient management support during their project.

Outcome from placement

 AUTONUMLGL 
Despite this, more than 80% of the respondents felt that their placement was suitable, a slight improvement from the 75% at the time of the last evaluation.  Of the seven respondents who were not satisfied, 3 considered that the level of the position was too low according to their skills, and 2 expected to work in a different sector or type of job than the one offered.  

 AUTONUMLGL 
Table 2.8 shows the results from the company survey regarding the immediate outcome from the placement.  Again, the levels of participants being retained by the company for the duration of the project and beyond is very encouraging, and vindicates the matching process.  However, these findings do nothing to diminish the impression that recruitment is the key part of companies’ rationales for involvement.

Table 2.8:  Outcome from placement

	
	Frequency
	Percent

	Employed permanently by company
	21
	38

	Employed temporarily by company
	1
	2

	Left company at end of project
	22
	40

	Left before end of project of own accord
	9
	16

	Dismissed by company before end of project
	2
	4

	Total
	55
	100


Source: Company Survey

 AUTONUMLGL 
These findings are broadly reflected by those from the survey of individual participants.  Of those who were not current participants, four fifths had stayed with their company for the full allotted duration.  Of those twelve individuals who had left the placement before its end, half felt they were not gaining anything or were not fitting in and half found a job, either elsewhere or with the placement company.  Although the proportion of early leavers is about the same as in the previous evaluation, at that time two thirds of early leavers (20% of all participants) left for ‘negative’ reasons, i.e. they were dismissed or were unhappy, as against half of early leavers now (making up less than 10% of the total).  This adds to the overall impression that the matching process has improved and/or that swings in favour of labour sellers in the labour market has been reflected in MEP. 
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autonumlgl
Programme Performance

 AUTONUMLGL 
Labour market outcomes

 AUTONUMLGL 
This section focuses on outcomes for individual participants of MEP.  As well as exploring where they are now, this section also looks at the effects of MEP.

 AUTONUMLGL 
Table 3.1 shows the current labour market status of MEP participants at the time of the survey.  Almost 80% of those surveyed are in some sort of employment – this is up from a rate of 70% at the last evaluation in 1997.  This is a very successful rate for an employment programme, although it should be borne in mind that the previous durations of unemployment are on the whole shorter than for many other otherwise comparable programmes and that the individuals taking part do have specific and marketable skills (management, technical etc.).  It should be noted in addition that nearly as many (35%) have employment with the company where they did their MEP placement as those who have found employment elsewhere (37%) – having proved themselves at one place, it cannot, however, be assumed that they could get a job elsewhere.

Table 3.1:  Labour market status at time of survey

	
	Frequency
	Percent

	Full time training/education
	1
	2

	Unemployed
	8
	13

	Not working - other reasons
	1
	2

	Still in placement
	3
	5

	Employed permanently - placement
	20
	32

	Employed temporarily - placement
	2
	3

	Employed - different employer
	23
	37

	Self employed
	5
	8

	Sub total in employment
	50
	79

	Total
	63
	100


Source:
Survey of MEP participants

 AUTONUMLGL 
There are some differences in performance between the two SBGs: nearly twice as many participants through Hamilton SBG are not in employment now compared to those who participated through Monklands.  On the other hand, Hamilton SBG participants are much more likely to be self-employed than Monklands.  The numbers involved in these assessments are very small, however, and as such cannot be robust.

 AUTONUMLGL 
There is a correlation between how positive someone feels and whether they are currently in employment, with those who are more confident being more likely to be in employment now.  However, it is pleasing that two thirds of those who rated their chances without MEP of finding a job as ‘poor’ are now in employment.

Individuals in employment

 AUTONUMLGL 
The chances of being in employment at the time of the survey are greater for people who have been unemployed for less than 3 months prior to their placement (see Table 3.2).  This finding is not surprising and is similar to four years ago.  

Table 3.2:  Current situation by prior duration of unemployment

	
	0-3m
	4-6m
	>6m
	Total

	
	25
	18
	20
	63

	Employed
	92%
	72%
	70%
	79%

	Unemployed or inactive
	4%
	22%
	20%
	13%

	In training/education
	4%
	
	2%
	13%

	Still in placement
	
	6%
	10%
	2%

	Total
	100%
	100%
	100%
	100%


Source:
Survey of MEP participants

 AUTONUMLGL 
Those who are currently in employment were asked whether their current job matched up to the type of job they were hoping to get prior to their involvement in MEP.  In terms of business sector and in terms of the level of activity, their current jobs are very similar to those they were hoping to get.  The level at which their job is within the organisation is also similar to that which they were hoping to attain.  However, the salary levels are on the whole below that which they were expecting.  There is very little difference of answer between people who stayed in their placement company and people who went to work in another company.
Table 3.3:  
Comparison of current job with those held prior to joining the MEP 

	
	Level of job
	Salary 

	Better
	11
	24%
	6
	13%

	Same
	25
	56%
	14
	31%

	Worse
	9
	20%
	25
	56%


Source:
Survey of MEP participants

 AUTONUMLGL 
It has been assumed that those who have employment with the same company who provided the MEP placement would attribute some role to MEP in securing their current job (at the very least in terms of smoothing the recruitment process).  Of those who are employed in a different company or who are self-employed, only 40% (nine individuals) believe that MEP helped get them to where they are.  The same proportion of those few who are self-employed believe the programme encouraged them to start-up.

 AUTONUMLGL 
Over half of these cited the training they received as part of MEP as a reason why the programme helped, a third mentioned up-to-date experience and the same proportion the reference from their placement company.

Individuals not in employment

 AUTONUMLGL 
Of the nine individuals who are either unemployed, inactive or in training who answered, four felt that MEP had increased their chances of getting a job in future.  This is broadly in line (although the numbers are very small) with the 40% in employment beyond their placement company who attribute some positive employment impact to the programme.

Impact on jobsearch

 AUTONUMLGL 
Nearly nine in every ten respondents said that without MEP they would have carried on in relation to the labour market as before.  It is therefore a positive finding that just under half of all respondents mentioned that they have changed the way in which they look for jobs in some way as a result of their participation in MEP.  For example, ten respondents mentioned that although they make fewer job applications than before, they are now more focused.
 AUTONUMLGL 
Business benefits

Business improvements

 AUTONUMLGL 
MEP is also intended to boost business performance in addition to assisting unemployed managers and technicians.  Companies were therefore asked whether they had experienced, as a result of the MEP placement or project, any of 13 specified improvements in business performance.  The full results are shown in Table 3.4.  Overall, a third of companies reported that they had experienced no such improvements (either to some extent or to a great extent) and a slightly greater proportion had experienced four or more.  On average, companies experienced three such improvements.

 AUTONUMLGL 
The SBG through which the placement was run does not have any bearing on whether or how many benefits the company experiences from MEP.  However, although the numbers are small, it appears that those companies that identified a need for the project internally or saw it as a way of trying out an additional person are more likely to experience business benefits than those who are prompted to take part by a business advisor.  Furthermore, those companies who said they would not have undertaken the project without MEP are more likely than those who would have not to have experienced any business benefits (just over two in five as against just under one in four).  In other words, it may be that if a ‘hard sell’ is needed, then it is unlikely to bring about business benefits – the business needs to have already perceived a use for the programme.  

Table 3.4:  Improvements in business performance (% of 55 companies)

	
	To a great extent
	To some extent
	Not at all

	Product quality
	6
	35
	60

	Design or innovation
	6
	16
	78

	Developing exports
	2
	2
	96

	Reliability and after sales service
	6
	22
	73

	Labour productivity
	6
	26
	69

	Marketing or market research
	16
	27
	56

	Financial control
	4
	16
	80

	Reducing production or other costs
	0
	26
	75

	Training
	7
	13
	80

	Management systems
	11
	18
	71

	Information technology
	4
	24
	71

	Work environment
	4
	20
	76

	Environmental improvements in production process
	4
	0
	96


Percentages do not always add up to 100 because of rounding

Source: company survey

Bottom line economic impacts

 AUTONUMLGL 
Companies were also asked if any of these business improvements had had or was expected to have any impact on their bottom line economic performance.  These are: development of new markets (both within and outwith Scotland), increase of sales (within and outwith Scotland), increased profits, increased employment and increased capital investment.  The analysis has been severely limited by the fact that only 17 of the 55 surveyed companies were prepared to give details of their turnover, preventing any robust assessment of what percentage increases might mean for the wider Lanarkshire economy (and some respondents refused even to specify percentage figures for any identified impacts).

 AUTONUMLGL 
Nearly two thirds of companies participating have experienced no such bottom line impacts.  Unsurprisingly, all of those who did not report any improvements in business performance did not cite any bottom line economic impacts either.  But it is important to note that beyond that, there does not appear to be much correlation between the number of business performance improvements and bottom line impacts.  In other words, although there has been an impact, it is intangible and/or unquantifiable.  This tallies with other evaluations of business development programmes (such as IiP) where business managers perceive their companies to be ‘better’ or ‘stronger’ in some sense without there being an identifiable bottom line impact.

 AUTONUMLGL 
Table 3.5 shows the percentage of companies who have identified specified bottom line impacts and those who expect to see them.  On average, companies have reported 1.4 bottom line impacts.

Table 3.5:  Companies reporting bottom line impacts (%)

	
	Happened already
	Expect to happen
	Do not expect to happen

	New Scottish markets developed
	11
	13
	76

	New markets outside Scotland developed
	9
	4
	87

	Scottish sales increased
	16
	11
	73

	Sales outside Scotland increased
	9
	7
	84

	Profits increased
	15
	11
	75

	More people employed in company
	13
	7
	80

	Capital investment gone up
	9
	7
	84


Percentages do not always add up to 100 because of rounding

Source: company survey

 AUTONUMLGL 
16 companies (30% of the sample) reported an increase in sales or expected an increase in sales as a result of the MEP project, nine of whom also reported an increase in sales outwith Scotland.  However, it has not been possible to obtain a clear view on the extent of these increases given that six refused to quantify the increase and another three reported an increase of “0%”.  When asked to identify MEP’s role in this, none said that the increases would not have happened at all without it and eight said the increases would have been exactly the same, even without MEP (the remainder saying the increases would not have been as great or would have happened later).
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There is a similar pattern for profits: only nine companies have already seen an increase in profits and another five expect an increase in the future.  The average increase is 15% where it has already happened and for those expecting increases in the future 19%.  Again, no increase is reckoned to be wholly additional as a result of MEP: seven say the increases would have happened regardless, five say later (all less than 12 months later) and two say the profits increases would have been smaller.

 AUTONUMLGL 
Seven companies have already seen an increase in employment and another four expect to in the future.  This has lead to (at least – some did not know) eight extra jobs already and 20 more are expected.  Seven of these eleven companies reckon that their employment increases would have happened anyway, four thought it would have happened later (all within twelve months) one of whom thought that without MEP the hours offered would have been fewer.

 AUTONUMLGL 
Nine companies, just 16% of the sample, have or expect to increase their investment at an average of 14% of turnover for those who have seen increases already and 18% for those who expect it in the future.  Three believe that without MEP this increase in investment would have been exactly the same, four believe it would have happened later and one thought it would have been smaller.

 AUTONUMLGL 
In summary, it is clear that in terms of bottom line (quantifiable and tangible) economic business benefits to participating companies, MEP has in the period 1997-2000 had very few impacts.  While two thirds have reported business improvements, only one third have been able to see this turned into a bottom line benefit.  None of the companies that have experienced an improvement in terms of bottom line benefit have attributed it wholly to MEP: 50% of those companies thought that the improvement would have happened in the same way without MEP and the other 50% thought that the same would have happened either later or to smaller extent.  Although too few companies were able to respond to make any estimate of additionality robust, we have calculated that gross additional jobs (both created and in prospect) amounted to less than 4% additional and net additional jobs were 3% additional.
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Despite this, it is clearly valued as a programme above and beyond the identifiable and quantifiable impacts expected of such a business development programme: 75% of all companies (41) would use MEP again and 84% said they saw it as “good value” (with the remainder seeing it as “reasonable value for money”).  Indeed, only nine companies said they would not have participated had their required contribution been more than the £120 a week.  40% of companies would have been prepared to pay up to £150 a week, 39% up to £200 a week and 4% up to £250 a week.

 AUTONUMLGL 
There have been some impacts on attitudes towards the client group, but given the levels of satisfaction with their participation in the programme perhaps lower than could be expected.  A third of companies said that participation in MEP has had no impact on whether they would be likely to recruit someone with similar skills and experience in the future.  16% said they would be less likely.  44% said they would be more likely than before, but only if support (from SEL, SBG etc.) was available.  Only 4% said they would be more likely to recruit someone similar to the MEP participant than before without any support.
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 AUTONUMLGL 
Conclusions

 AUTONUMLGL 
The programme has been implemented well by both SBGs in the period of the evaluation (1997-2000).  The matching process appears on the whole to have been good: far fewer placements (less than 10%, half of the proportion at the time of the last evaluation) have been ended for ‘negative’ reasons than prior to 1997, and 80% of respondents felt that their placement was suitable.  It appears that the training involved in Monklands programme (chosen by the individual in consultation with the company as part of the placement) has been significantly more successful than that at Hamilton (three week refresher course before start of placement) in terms of relevance and interest to the participants.

 AUTONUMLGL 
The projects for which the individual has ostensibly been recruited by the company only rarely appear to be pre-identified, specific and discreet (as the programme design assumes).  Far more often, the company has used the project as a vehicle for recruiting an individual without both the costs and time involved in recruiting on the open market (particularly at senior managerial levels) and without having to ‘commit’ to an individual whom they do not want to let down.  In terms of the support provided by the SBGs to companies, help in recruitment was rated as highly additional than the support provided in identifying and developing project activity.  While there is little in current employment law to prevent employers from terminating contracts or offering short-term contracts we have an impression from face-to-face discussions that employers are more comfortable with short-term placements as a trial procedure.  While many companies have appreciated the recruitment activity undertaken in MEP, in practice it has not been that sophisticated – an advert in the Glasgow Herald followed by a straightforward interview process.  If companies are genuinely struggling to recruit, then there may be a role for SBGs to advise local companies on different approaches to recruitment on an on-going basis.

 AUTONUMLGL 
Individuals motivation to become involved are more specific and career orientated outcomes than in the previous evaluation period – these greater demands of the programme reflect the tighter labour market in which the programme now sits.  It is of concern that some of the participants appear to have been employed when they started with the programme being used as a career enhancement opportunity (rather than as a route back into employment).

 AUTONUMLGL 
The labour market outcomes have been strong, with 80% of participants in employment at the time of the survey.  One third of all participants have employment in the same company where they did their placement – while this vindicates the selection and the ability of the programme to ‘produce’ employable individuals, it does also strengthen the impression that the programme often acts as a recruitment and matching process, part funded by the public sector.  Furthermore, only 40% of individuals who obtained employment in companies other than that with which they had their placement felt that MEP helped them to get where they are – of these over half cited the training element (which in theory need not be connected with a placement).

 AUTONUMLGL 
Companies have experienced on average three improvements in business performance as a result of MEP, although a third believe they have not experienced any.  Those that had identified a specific project to fulfil a business need without any ‘sell’ from a business advisor, SBG or SEL appear to be more likely to experience such improvements in business performance.
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More disappointing is that very few companies report any of these business improvements feeding into bottom line economic impacts.  Where they do, none say that the impacts are wholly additional to MEP.  It is very likely that these companies are healthier as a result of MEP (the face-to-face interviews certainly suggested that many managers were ‘happier’ with their business as a result of MEP) – but the tangible benefits to the wider economy are conspicuous by their absence.

 AUTONUMLGL 
Overall, it seems that the public sector has absorbed most of the costs, both direct and indirect, of recruitment that without the programme would have been borne by the companies – or not at all.  Since the previous evaluation to average public sector cost per placement has increased although companies have also increased their contribution.  Companies are able to “try before they buy”, they do not have to commit.  In other words, MEP has acted as a recruitment agency and wage subsidy, somewhat different to the original objectives of business development and employment.

 AUTONUMLGL 
Recommendations

 AUTONUMLGL 
While MEP is a popular programme, it is hard to imagine a set of circumstance in which cheap (free) recruitment combined with a wage subsidy and sense of ‘no commitment’ would not be popular amongst companies.  A programme that is popular with users is unsurprisingly popular with the staff who deliver it.  It may be that the programme plays a useful role in building the profile and popularity of the SBGs and SEL more widely.  But when assessed as a programme on its own terms, we recommend that, in a constricting funding environment, MEP be discontinued.  It is a relatively expensive programme that on the one hand is benefiting those companies taking part without leading to few if any identifiable and additional economic benefits and has struggled to retain a focus on people who face real barriers to securing employment on the other.  Overall, we have not been able to identify significant additional benefits to the wider Lanarkshire economy (the concern of SBGs and SEL).

 AUTONUMLGL 
Much recent policy debate has focused on the experience of US labour market interventions in operating ‘demand-led’ organisations.  A decade of strong employment growth has meant that US employers have had to consider new approaches to recruitment and new sources for recruits – notably those on the welfare rolls.  Much has been learnt concerning the preparation, support and advice necessary for both employer and unemployed to make a successful match.  It would seem likely that the push for more ‘intermediary’ organisations who can build links to both employers and prospective employees (and is evident in the re-engineered New Deal and Employment Zone programmes) will continue in mainstream programmes after the election.  A this stage it may be more appropriate to consider whether it is better to development local intermediaries to re-inforce recruitment process than continue with wage-subsidy based activity.  
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