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Introduction

Background

This report has been commissioned by the Lincolnshire and Rutland Employment and Skills Board and has been written by Chris Donkin of DonkinITEX. Chris Donkin is an independent consultant specialising in post 16 education and training. The report was requested as a response to a brief survey carried out by the Board in the Autumn of 2011. Here the Board noted that there are over 100 Agencies operating in Lincolnshire and these range from professional agencies such as Select Education, more general recruitment agencies through to those that specifically recruit workers for the Food and Agriculture industry. The initial survey suggested that there may be an issue relating to access to skills development opportunities for agency workers. The Board decided that further work needed to be undertaken to establish to what extent skills development is significant for Agencies and whether or not there is the potential for working with organisations to deliver skills development opportunities.

Following the brief survey the Board produced a specification outlining the further work required. This spec is attached to this report as Appendix I. DonkinITEX were commissioned to carry out the specified further work and produce this report.

In response to the specification for further work, DonkinITEX produced a proposal as to how to deliver the assignment. The proposal is attached as Appendix II. 
As specified in the project brief, the project is designed to establish 
(i) to what extent are Agencies providing their workers with opportunities to gain new skills? 
(ii) 
to what extent are Agencies engaged with or willing to engage with up-skilling of workers as part of their employment?

Main Findings and Recommendations 

When the investigation was concluded, the main findings and recommendations have been noted as follows
Main findings

· Workers employed by recruitment and employment agencies have much more limited access to training than those who are employed by companies directly

· Pre Employment Training managed by Jobcentreplus provides access to training for some agency workers and has potential to provide more opportunities for upskilling of agency workers

· The local training providers have good working arrangements with employers but there are very few examples of the provider network working closely with an agency to upskill candidate workers

· There are some examples in Lincolnshire of recruitment and employment agencies having a firm commitment to training but these examples are rare

· Typically a candidate worker registered with an agency will not get access to longer training programmes – e.g. ESOL, NVQs and Apprenticeship programmes
Recommendations

It is recommended that access to skills development opportunities for workers employed by agencies is increased by:
· Developing the existing Pre Employment Training Programmes offered by the learning providers and making them more accessible to agency candidate workers

· Brokering partnership arrangements between learning providers and agencies. 

· Making agencies more aware of the training offer for candidate workers available from the learning providers

· Exploring the opportunities for agencies to offer longer learning programmes. 

For possible actions to implement these recommendations see page 14

The method

The project has been delivered as per the proposal. Although minor adjustments to the timings and the method were necessary to react to the willingness of agencies to engage with the investigation. The email survey was initiated on the 10th February 2012. The following email was sent to all of the agencies on the list provided by Jobcentreplus
From: Chris Donkin [mailto:chris@donkinitex.co.uk] 
Sent: 10 February 2012 11:41
To: Samantha Baskerville
Subject: FW: Training Survey for Employment Agencies operating in Lincolnshire
 

To the Manager with responsibility for training at XXXX Agency (please fwd internally if necessary)
 
The Lincolnshire Employment and Skills Board (ESB) have commissioned a survey to establish: (i) to what extent are Agencies providing their workers with opportunities to gain new skills ? and (ii) to what extent are Agencies engaged with or willing to engage with up-skilling of workers as part of their employment? Available data indicates that you are operating in Lincolnshire as an Employment Agency. I am Chris Donkin of DonkinITEX (a consultancy organisation based in Lincolnshire) and I have been contracted in by the ESB to carry out the survey. If you can please spare two minutes of your time to answer 2 very brief questions then your response will be much valued and will help the ESB to get a better view of the training landscape in the area. 
 
Please answer the following questions and respond by return email (all responses by Friday the 17th February please)
 
1 Do you provide training for your agency workers ?
 
  
2a If yes to question 1 – What specific training do you provide ? 
      e.g. Literacy
            Numeracy 
            ESoL 
            Short courses for work [e.g. Health & Safety, Food Hygiene, First Aid etc]
            Longer courses for work [e.g. Apprenticeships, NVQs etc]
 
 
 
 2b  If No to question 1 please state why you do not provide training for your agency workers – feel free to indicate any barriers you perceive are inhibiting you from offering training to your agency workers.  
Thanks in anticipation of your response. Any feedback in addition to answering the two questions is most welcome. If you wish to discuss this survey then please feel free to phone me on 07791-698947
 
Chris Donkin – Sole Proprietor of DonkinITEX
(Working on behalf of the Lincolnshire and Rutland Employment and Skills Board)
 
The response to this email (sent to a total of 103 agencies) was disappointing in that only 1 reply was received. Hence the telephone follow-up took on a different significance. DonkinITEX resolved to attempt to contact all agencies on the supplied list by telephone. In order to do this DonkinITEX deployed the contribution of Maggie Strong to help with the volume of calls needing to be made. Maggie has experience of working for an agency and also has recent experience of working for a work based learning training provider. It should be noted that the initial supply of a list of agencies from Jobcentreplus was in fact nine separate lists provided by the nine (Gainsborough, Lincoln, Skegness, Sleaford, Boston, Spalding, Louth, Stamford and Grantham) Jobcentreplus offices. Initially this produced a composite list of 158 agencies working in the Lincolnshire and Rutland area. This list was ‘cleansed’ to 103 agencies as many of the agencies were operating in more than one JC+ area – i.e. duplicate entries were removed.
A summary of the response to the calls is appended for the reference of the two people within the Employment and Skills Board (Di Pudney and Clare Hughes) who were responsible for commissioning the work and a statistical breakdown of the responses is included in the ‘Delivering the Project Activity’ section of this report.

Following the phone calls Chris Donkin of DonkinITEX arranged to talk to a number of interested contributors to this investigation and their observations and views have been recorded as a series of Case Studies. Specifically, they are:

Appendix III 

Integrity Plus Recruitment and Employment Agency

Appendix IV

The Workshop – a Recruitment and Employment Agency
Appendix V
PMP Recruitment – An agency with a working relationship with a learning provider

Appendix VI

Activ SAS – a Recruitment and Employment Agency

Appendix VII

DP Packaging – an employers view
Appendix VIII

The training providers view

The Case Studies, the information contained within them, notes taken from the phone calls to the Agencies, notes taken from formal meetings with colleagues from Jobcentreplus, the University of Lincoln and the National Apprenticeship Service have been used to provide the commentary in the ‘delivery of the Project Activity’ section of this report.
Delivering the Project Activity

As stated in the introduction the twin aims of the investigation were to comment on: (i)  to what extent are Agencies providing their workers with opportunities to gain new skills? (ii) to what extent are Agencies engaged with or willing to engage with up-skilling of workers as part of their employment?
To what extent are agencies providing their workers with opportunities to gain new skills?
The main tool used to answer the above question was the telephone survey. As stated earlier in this report, DonkinITEX made an attempt to contact all 103 agencies from the Jobcentreplus lists by phone. To try to ensure that the phone calls elicited meaningful data and that the DonkinITEX callers did not take up too much of the time of the respondents the caller simply asked two questions. Question one was ‘do you offer training for the workers that you supply’ ?. If the answer to question 1 was yes then the organisation was asked for details of what type of training was supplied. If the answer to question 1 was no then the caller asked why the organisation did not offer access to training for their workers. A concise summary of the results of these calls are as follows:

· 103 agencies were called
· 52 agencies did not participate in the survey

· 33 of the 51 participants do not offer training for their workers
· 18 of the 51 participants do offer training for their workers

· The percentage of participant organisations who offer training is 35%

The reasons why 52 agencies did not engage with the telephone survey were many and varied. Firstly, it must be noted that it was not possible to contact some of the agencies on the list – either their contact details were not available from a web search or when the phone call was made the caller received a ‘number unobtainable’ message or signal. Several did not want to participate in the survey, many quoted that they were ‘too busy’ and others stated that they did not operate in Lincolnshire or Rutland. For those respondents who did not participate the callers from DonkinITEX sensed that they had some suspicion about why this survey was being carried out.

A sample of the responses where the respondent indicated that they did not wish to participate included:

· ‘Did not have consultant available to answer questions ‘

· ‘Will only respond to email enquiries’ (email previously sent)

· ‘This number does not receive incoming calls’

A sample of the responses where the respondent indicated that they did not operate in the area (NB the list was supplied by the local JC+ office suggesting that they do operate in the area) included:
· ‘Do not cover Lincs. Nearest branch Derby’

· ‘Based in Goole Yorkshire, Wiltshire & Bristol’

· ‘Was based in Essex, now in Bude Cornwall and does not supply to Lincolnshire area’

· ‘Based in Doncaster - no longer provide workers in Lincs’

A sample of the responses where the respondent indicated that they ‘too busy’ included:

· ‘Too busy to talk – try another time’

· ‘Did not have consultant available’

· ‘Main contact out of the office’

Of the 33 organisations who responded that they did not offer training the responses included:

· ‘Workers expected to have the skills and quals required. The agency supply appropriately (already) trained’
· ‘When we provide workers the client will train if necessary’

· ‘We provide skilled labour and clients expect that professionals supplied will have the relevant skills, quals and experience’
· ‘Very basic industrial placements and the training is provided by the employer’

· ‘Training will be provided for workers on site after they have started at the discretion of the client organisation’

· ‘We are looking at providing training in the future’

· ‘Workers have to have skills and quals needed already. Could provide training if the client organisation is prepared to pay for it. It is not cost effective to train workers (all [should be] skilled)’

Of the 18 organisations who responded that they did offer training the responses included:

· ‘Brush up training to meet client needs given to candidates. The training is software based and non-accredited’

· ‘We will provide training if needed for the job. No charge to the 'worker'. Training requirement varies from client organisation to client organisation’

· ‘The agency have an on-line evaluation and testing system where agency staff can test and update their IT skills’
· ‘Basic Word and Excel provided if necessary’

· ‘Training is provided free of charge to workers - training supplied by the agency. Training offered includes manual handling, health & safety and food hygiene’

The report writer noted that those organisations who provide training typically offer training as part of their induction. Much of this training is IT resourced and in conversation with the agencies who declared that they provided training it was apparent that very few agency workers experienced a ‘taught session’ from an appropriately qualified trainer. Almost all of the training provided by the 18 agencies who offer training is non-accredited and there were no examples of workers from agencies accessing longer vocational courses such as NVQs (other than PMP – see Appendix V) or Apprenticeship programme.

As part of this investigation Chris Donkin met with Mike Crosby from the National Apprenticeship Service. Chris reported to Mike that having carried out this survey he noted that he could not find any examples of Agency workers accessing Apprenticeship programmes. Mike stated that he was unaware of any Apprenticeship framework being accessed in Lincolnshire by agency workers but added that this did not necessarily mean that there were no Agency Apprentices in the County. He commented that the access to an Apprenticeship hinges on the ‘contract of employment’ and this may be seen as a stumbling block for agencies in offering Apprenticeships – with much of the work that they are supporting being temporary and short term. He noted that an agency worker is not ineligible in accessing an Apprenticeship programme and he noted that he was aware of agency Apprentices being supported through the framework programmes in other areas of the country.
During the series of phone calls the DonkinITEX callers asked if the organisations who provided training offered ESOL courses to their candidate workers. It became clear that many of the agencies are providing employment opportunities for foreign nationals. None of the 18 agencies offering training have arranged for any of their foreign workers to access ESOL training. Some commented that this cohort are ‘more motivated’ and will seek out such opportunities themselves. 

During the series of phone calls the DonkinITEX callers asked those agencies that do not provide training why they do not. The main reasons articulated were that (a) it was not cost effective and (b) that it was not their responsibility – e.g. they considered that the client employer organisation should give training to their workers if necessary and some reported that pre-employment training programmes available through Jobcentreplus covered this issue.

To ascertain to what extent workers in permanent employment get opportunities to acquire new skills is outwith the scope of this investigation. However, given that the learning provider network (see Appendix VIII) report that they have extensive ‘employer engagement’ programmes it is a reasonable assumption that in excess of 35% of companies employing workers directly offer some training to their employees. Hence it is concluded that the extent to which agencies offer opportunities for workers to acquire new skills is limited. This limitation is under-scored by the fact that agencies typically do not offer access to longer vocational training programmes, Apprenticeship Framework programmes or ESOL courses.
To what extent are Agencies engaged with or willing to engage with the up-skilling of workers as part of their employment?
In attempting to answer this question DonkinITEX selected a number of ‘case study’ organisations to discuss the issue with in detail. The notes from these longer discussions can be found in the Appendices section of this report. 
One of the more candid discussions was facilitated at the premises of Integrity Plus in Donnington Lincolnshire (see Appendix III).  Integrity Plus typically do not offer training to their candidate workers. Samantha Baskerville of Integrity Plus commented that: 
“It would not make financial sense as our margins are so tight with clients and if one candidate was not suitable we would simply select the appropriate candidate.  We have lots of candidates available for work and they are not in short supply so it is relatively easy to pick the people who already have the skills. Also due to the nature of temps it would be tricky to invest in training them even if it was viable as they are transient and it would be difficult to get commitment to finish the course or get the commitment that you would get a return on the investment of training them.”
The essence of this reply relates to the over-stocking of potential candidates for the un-skilled labour market. Samantha alludes to the fact that with so many candidate workers on their books that selecting suitable workers is competitive. She has the opinion that providing training would be a drain on their resources when, with so many people available, she can choose the people who are ‘ready to go’. She also addresses the question of why agencies do not engage with longer training programmes and her comments above relating to commitment from learners and poor return on investment are of interest.
During the investigation examples of agencies with a firm commitment to training were found. Office Angels, The Workshop, PMP Recruitment and Activ SAS all train their workers and the experience of The Workshop and PMP is described in the Appendices section of this report.
Office Angels provide a predominantly IT resourced solution to the training issue and offer both their induction programme and their assessment for work-readiness (including iso-metric testing) through computer based packages. 
The Workshop are based in Wisbech but have an office in Skegness. They supply unskilled labour in the south of Lincolnshire. The Workshop approach to training is very supportive for candidates seeking work. They offer a range of pre-placement training opportunities designed to make their clients work-ready. A range of courses are offered including Health & Safety, Manual Handling, Basic Food Hygiene and First Aid. As part of their registration process with new candidates, The Workshop deliver an introduction to the workplace which involves a series of assessments and a visual presentation. The Workshop training package for candidates is typically delivered at Wokshop’s own premises and is offered free of charge to candidates. The Workshop have level 4 Food Management trained staff to deliver their programme as well as having a dedicated Highfield training centre. The Workshop training package can also be carried on at the client’s own site where The Workshop offer customised on site inductions which are tailored around specific site needs.
PMP Recruitment are based in Peterborough but supply unskilled labour for the Food and Drink manufacturing industry in the South of Lincolnshire. They have recognised the benefits of training, both to their organisation and to the candidate workers, and were unique in this investigation in that they have a formal training partnership arrangement with a local training provider. PMP have recently formed a working relationship with the University of Lincoln to ensure their candidate workers are able to access more opportunities do develop skills and access appropriate and relevant training. In the early stages of this working relationship, initial discussions between the partners have resulted in an agreement that a cohort of PMP candidate workers will work towards an Improved Proficiency Qualification (IPQ) in a relevant vocational area. The partners are also exploring the possibility of offering ESOL training to approximately 200 candidate workers and the possibility of offering an Apprenticeship contract to a number of candidate workers.
Activ SAS support workers in the bar and nightclub environment. They have an approach to training which sees candidate workers access an in-house training programme badged as the ‘Bronze, Silver and Gold’ Award scheme. The scheme seeks to make candidates work ready for ‘worker’ ‘supervisory’ and ‘management’ roles respectively. The scheme is not formally accredited but is well received by the workers. The ultimate aim of the Gold Award is to make  the workers ready to apply for their personal licence. The agency are also applying for the Investors in People Award. Activ SAS are able to offer their tailored training programme as they work with a limited number of companies all working in the same arena.

It is concluded that some agencies are engaged with or are willing to engage with the up-skilling of workers as part of their employment. The examples quoted above, whilst representing the views and practices of a minority of the agencies contacted, give evidence that several agencies recognise the benefits of training and are prepared to invest time and energy to provide access to up-skilling opportunities. 
Conclusions and Main Findings
Conclusions

The work of this investigation has demonstrated that workers employed by recruitment and employment agencies get more limited access to training than those who are employed by companies directly. In addition to surveying agencies, the report writer met with an employer (DP Packaging) who prefer, where possible, to employ workers directly.  DP Packaging have a strong commitment to train anyone who works in their warehouse (both agency and permanent staff) who is willing and would benefit. DP noted that permanent staff have had more comprehensive access to training than agency staff. At DP they keep a ‘weather eye’ on agency workers and see how they are performing. Those who are seen to be making a strong contribution are offered permanent positions – and hence are able to access training more readily. This may suggest a way forward for agency working if the agencies can be linked to specific employers and broker formal working relationships with them and with a supportive learning provider.
Access to training for agency workers could potentially be improved if the candidate workers made more comprehensive access to pre-employment training programmes delivered by training providers in partnership with Jobcentreplus. During the study the report writer noted that there is evidence to suggest that some learning providers, notably Lincoln College, work closely with JC+ to offer a ‘joined up’ approach to up-skilling those who will ultimately be working as candidate workers for an agency. The College and JC+ are currently exploring the possibility of offering pre employment training on the site of an agency and this initiative could provide a model for future working. There may also be some potential for candidate workers to access pre-employment training after they have registered with an agency and during their down-time (i.e. a gap between work assignments). This would necessitate further work to ensure that the candidate workers were eligible during these periods.
Following the telephone survey, the report writer sought to canvass the views of learning providers to learn more about their working relationships with agencies. A summary of their views is given as Appendix VIII. It is clear that whereas the learning providers seek to forge partnership arrangements with employers they do not put the same amount of resource into forging working relationships with the agencies. The reasons for this may be historical as most of them conceded that working with the agencies could be productive both in terms of enrolments and in terms of coveted ‘job outcomes’. However, most of the training providers recognised that the transient nature of agency working presented them with a significant challenge to achieve good retention and achievement statistics for longer courses delivered to agency workers. Jobcentre plus also provided the report writer with data regarding employment patterns in Lincolnshire and the data notes that almost 50% of the largest employers in the area are agencies. This confirms that there is a significant opportunity for the learning providers to provide work based learning opportunities for workers supplied by agencies.
For their part, the agencies did not seem to be fully aware of what help and support for training may be available from training providers. Most of those providing training are providing non-accredited, short-intervention training delivered either by themselves or by an IT resourced route. This lack of awareness may partly explain why agencies are not offering longer vocational training programmes to their candidate workers.

One exception to the observed trend that agencies do not typically have formal working relationships with training providers was the identified arrangement between PMP Recruitment and the University of Lincoln. The PMP / University collaboration is described in Appendix V. Like all agencies contacted in this study, PMP are a private organisation driven by profit. Unlike the other agencies, PMP see the advantages of providing skills development opportunities in giving them a competitive edge over their peers. The University are happy to work with PMP as PMP have committed to the agreed training programmes in a very positive manner and have made the necessary arrangements for their candidate workers to access training. Other learning providers canvassed (see Appendix VIII) noted a lesser level of commitment from agencies they have worked with in the past. 
Main findings

· Workers employed by recruitment and employment agencies have much more limited access to training than those who are employed by companies directly

· Pre Employment Training managed by Jobcentreplus provides access to training for some agency workers and has potential to provide more opportunities for upskilling of agency workers
· The local training providers have good working arrangements with employers but there are very few examples of the provider network working closely with an agency to upskill candidate workers

· There are some examples in Lincolnshire of recruitment and employment agencies having a firm commitment to training but these examples are rare

· Typically a candidate worker registered with an agency will not get access to longer training programmes – e.g. ESOL, NVQs and Apprenticeship programmes

Recommendations
As stated earlier in the report, it is concluded that the extent to which agencies offer opportunities for workers to acquire new skills is limited. This limitation is under-scored by the fact that agencies typically do not offer access to longer vocational training programmes, Apprenticeship Framework programmes or ESOL courses. It is also concluded that some agencies are engaged with or are willing to engage with the up-skilling of workers as part of their employment. Hence it is recommended that:
Access to skills development opportunities for workers employed by agencies is increased by

· Developing the existing Pre Employment Training Programmes offered by the learning providers and making them more accessible to agency candidate workers
· Brokering partnership arrangements between learning providers and agencies. These partnership arrangements could be: (i) developed using the working relationship between the University of Lincoln and PMP Recruitment as a template or (ii) developed as a three-way working arrangement involving an agency providing labour to a specific employer, the employer and a learning provider. The Lincolnshire and Rutland Employment and Skills Board could potentially play an active role in initially nominating potential partnership arrangements and monitoring the effectiveness of such arrangements
· Making agencies more aware of the training offer for candidate workers available from the learning providers
· Exploring the opportunities for agencies to offer longer learning programmes. The absence of NVQ provision and the offer of Apprenticeship Framework programmes for agency workers was noticeable during this investigation. Also noticeable was the absence of ESOL training for foreign national agency workers. In both instances the marketing departments of the National Apprenticeship Service and the learning providers may have an opportunity to promote such provision.
These recommendations could be potentially implemented by carrying out the following actions shown overleaf

· Further develop Pre Employment Training Programmes so that they are delivered on the premises of Agencies
· Set up a ‘short-life working party’ to nominate and establish formal links between agencies who have declared a commitment to training and learning providers. (The working party to monitor and report increases in access to training that would accrue as a result)
· Disseminate to agencies (via a good practice event) information relating to how learning providers can support training of candidate workers

· Monitor and support the roll-out of the working relationship between PMP Recruitment and the University of Lincoln to support the access to longer training programmes (e.g. ESOL, IPQs, NVQs and Apprenticeship programmes). The roll-out to be used as a model for other agencies and providers to consider

Chris Donkin 
March 2012
Appendix I

Agency work and upskilling – background to establishing skills issues for individuals working for Agencies in Lincolnshire

Outline of further work
Background:
There are significant numbers of Agencies operating in Lincolnshire and these range from professional agencies such as Select Education, more general recruitment agencies through to those that specifically recruit workers for the Food and Agriculture industry. The initial thinking underpinning the study was to identify the extent to which short term agency work, while providing employment, is likely to contribute to individuals gaining work related skills and learning.

To contribute to our understanding of the employment and skills landscape it would be of use to establish the extent to which short term agency work, while providing employment, is likely to contribute to individuals gaining work related skills. The Lincolnshire and Rutland ESB received a paper introducing the study, updating on the initial work done so far and making recommendations for further work to be undertaken

There are currently significant numbers of Agencies operating in

Lincolnshire, some examples of which are:

• Professional worker agencies such as Select Education

• General recruitment agencies

• Specifically recruiting workers for a particular sector such as

Food and Agriculture.

Proposal for further work

1. Review available information about the existing recruitment/training practices

of Agencies

2. Discussions with JCP colleagues to look at available data and

patterns of employment

3. To develop a short questionnaire for telephone and face to face discussions with a sample of agencies operating in Lincolnshire to establish:

· To what extent are Agencies providing their workers with opportunities to gain new skills?

· To what extent are Agencies engaged with or willing to engage with up-skilling of workers as part of their employment?

4. Carry out interviews with a ‘sample’ of agencies (to be determined based on time available and willingness to take part)

5. Produce a report, including case studies as available, for the ESB Steering Group by the end of March 2011

Appendix II
 Proposal from DonkinITEX to deliver further work to establish skills issues for individuals working for Agencies in Lincolnshire 

DonkinITEX are an established consultancy organisation based in Lincolnshire with a proven track record for providing support for the development of post 16 education and training. In response to the ‘outline of further work’ required to address the issue that short term agency work, while providing employment, may not directly contribute to individuals gaining work related skills and learning (see Appendix I on page 3), DonkinITEX believe they are well positioned to provide the further work described.

DonkinITEX proposes to deliver the further work required as follows:

Phase One (from 1st Feb 2012 to 20th Feb 2012)

Email Survey - Carry out an initial email survey of the 128 Agencies identified by Jobcentreplus operating in Lincolnshire and in the survey to establish which organisations provide training for their workers and which do not. The survey will enquire: (i) to what extent are Agencies providing their workers with opportunities to gain new skills ? and (ii) to what extent are Agencies engaged with or willing to engage with up-skilling of workers as part of their employment? The survey will also seek to establish the reasons for not offering training and any perceived barriers. (NOTE: The email to agencies will state that DonkinITEX are working on behalf of the Lincolnshire and Rutland ESB)

Telephone Contact – The email survey will be supported by a series of telephone calls. These will be deployed to: (i) contact non responders to the email survey to elicit responses to ensure a statistically significant data set; (ii) follow up ambiguous email replies and (iii) follow up replies where the response from the agency has identified an issue worthy of further discussion.

Contact with the University of Lincoln – DonkinITEX has a long standing working relationship with the University of Lincoln FE Department based at Holbeach. The University provides training for Food Manufacture employers in the area. Many of these organisations provide permanent employment for unskilled workers. It is proposed to investigate the extent to which an organisation employing unskilled labour are likely to contribute to individuals gaining work related skills and learning. It is proposed to investigate the difference between the approaches deployed by organisations recruiting directly and the approach to training deployed by the agencies

Contact with Jobcentreplus – DonkinITEX is committed to liaising closely with JC+ throughout the period of the further work to ensure that contact with agencies is conducted appropriately.


Phase Two (from 21st Feb 2012 to 20th March 2012)

Visits to Agencies – It is expected that the email survey and telephone contact will have established a number of agencies where the approach to providing training is worthy of further investigation. It is proposed that Chris Donkin of DonkinITEX will visit a number of these organisations to record their views so that the final report will feature a discussion on the reasons for the various approaches to training deployed by the agencies

Case Studies – It is proposed to that the final report will feature 3 Case Studies: (i) an agency that does not offer training to its workers; (ii) an agency that does offer training to its workers and (iii) an organisation that employs low skilled workers directly. It is proposed that the three Case Studies will explore the reasons for different approaches to providing training.

Final Report – The final report will be produced for circulation to members of the Lincolnshire and Rutland ESB Steering Group. The report will contain recommendations for the ESB as to how they may wish to address the issues identified in the report.

Presentation – If it is deemed appropriate and useful by the ESB, Chris Donkin of DonkinITEX would be happy to present the main findings, conclusions and recommendations from the report at a meeting of the Lincolnshire and Rutland Employment and Skills Board Steering Group.

Chris Donkin (Sole Proprietor of DonkinITEX) January 29th 2012 

Appendix III

Integrity Plus – The Issues facing Agencies in Providing Training
Integrity Plus is a professional, approachable, recruitment agency specialising in both temporary and permanent staff, serving the Eastern counties, including Lincolnshire. They consider that their flexible, down-to-earth approach makes working with them easy for both candidates and clients. Integrity Plus is a generalist; they have extensive experience across a wide variety of industries and professions and supply both skilled and unskilled workers. Integrity Plus is a small organisation with their service being delivered by 4 staff based in Donnington. As part of this survey, the report writer visited the Integrity Plus offices and spoke with Director Samantha Baskerville. Prior to the visit Samantha had responded to the email survey and had made the following comments:

“We offer forklift training if someones license has recently lapsed and we need them for a booking urgently.  We sometimes subsidise part of it or the candidate pays for the training and we organize the course for them. We also show candidate health and safety and manual handling dvds and test them on the dvd.” 

“Our agency workers are not our employees and contract their services to us and companies are paying us to provide them with suitable staff over a multitude of jobs. Our clients will give all new staff an induction and any quick training necessary to carry out the job efficiently. For example If it is for a manual (e.g. picking role) they need to be able to read, write, drive to get the role and speak fluent English.  We select the right candidates from a pool of staff and have to respond very quickly. It would not make economic sense for us to train staff for roles as we wouldn’t have the time to do this before someone started a temp booking.  It would not make financial sense as our margins are so tight with clients and if one candidate was not suitable we would simply select the appropriate candidate.  We have lots of candidates available for work and they are not in short supply so it is relatively easy to pick the people who already have the skills. Also due to the nature of temps it would be tricky to invest in training them even if it was viable as they are transient and it would be difficult to get commitment to finish the course or get the commitment that you would get a return on the investment of training them.”

During the visit Samantha observed that typically Integrity Plus do not offer training to their candidate workers but they do provide an induction that includes exposure to good practice in ‘Health & Safety’ and ‘Manual Handling’. This is effected by candidates accessing DVD material. Also, candidate workers are (where appropriate) given a number of assessments to assess their work readiness. This activity is supported by the ‘Prove It’ software where candidate workers can verify their skill level in such diverse areas as IT, numeracy and language skills. Samantha acknowledged that the organisations that employed workers directly were in a better position to offer workers access to the longer training programmes – e.g. Apprenticeships and NVQs. Colleagues at Integrity Plus noted that although the organisation do not feel as if they are in a position to offer comprehensive access to training they do strongly support the personal development of their candidate workers. They take great pride in progressing their registered candidate workers to permanent full-time employment and have a strong track record in this respect.
Appendix IV
The Workshop … a supportive approach to training agency workers

The Workshop are a recruitment and employment service established in 1999. Their history has shaped their approach for a long term supportive client and candidate relationship. The Workshop strives to continually develop how they deliver services and moulding the approach around the demands of their clients. The Workshop have headquarters in Wisbech and also have offices in Skegness. They supply unskilled and skilled labour to companies operating in Lincolnshire. They specialise in Industrial and Manufacturing recruitment with expertise in Commercial, Technical and Industrial Cleaning recruitment. They also supply ‘pickers and packers’ for the food manufacturing industry. They are a relatively small organisation yet at any one time support between 300 and 500 potential workers seeking a work assignment. The Workshop are fully compliant with the requirements of the Gangmaster Licensing Authority and are members of the Association of Labour Providers.

The Workshop approach to training is very supportive for candidates seeking work. They offer a range of pre-placement training opportunities designed to make their clients work-ready. A range of courses are offered including Health & Safety, Manual Handling, Basic Food Hygiene and First Aid. As part of their registration process with new candidates, The Workshop deliver an introduction to the workplace which involves a series of assessments and a visual presentation. The Workshop training package for candidates is typically delivered at Wokshop’s own premises and is offered free of charge to candidates. The Workshop have level 4 Food Management trained staff to deliver their programme as well as having a dedicated Highfield training centre. The Workshop training package can also be carried on at the client’s own site where The Workshop offer customised on site inductions which are tailored around specific site needs. The Workshop do not offer NVQ or Apprenticeship opportunities for candidates. They report that their client companies would like them to support NVQs but they are unable to do that against a backdrop of profit margins decreasing every week. For example they cite that with diesel prices and other costs going up on transport every day this resticts the amount of training they are able to offer workers. The Workshop’s commitment to training is clear from their promotion of free initial training for candidates but they recognise that it is not financially viable for employment agencies to provide access to the longer work based training programmes. 

Appendix V

PMP Recruitment – An agency with a working relationship with a learning provider

PMP Recruitment are an employment and recruitment agency who, as part of the Cordant Group, operate across the UK. Locally they have a busy office in Peterborough from where they supply a significant amount of unskilled labour for the Food Manufacture and Processing industry in South Lincolnshire. On the register of candidate workers at PMP Peterborough there are approximately 2000 individuals on the books. It is estimated that 90% of these are foreign national migrant workers. The Peterborough Office of PMP currently provide labour for 10 client organisations most of whom are large employers.
Chris Donkin met with Jean Bailey the Training Manager of PMP Recruitment on the 22nd March 2012. Jean has a background both in training and in management within the Food Industry locally. She has relevant teaching and assessor qualifications and she worked for 20 years for Bakkavor in the area. She has been working for PMP for 2 years and has a remit to raise the profile of training within the organisation. Jean recognised from her work with Bakkavor that client employer organisations now expect (or should expect) more from agencies than they are typically supplied with in terms of a temporary workforce. She reflected that employers now want a certain skill level rather than just numbers for even basic work assignments. Currently PMP offer candidate workers a comprehensive induction that involves the workers getting access to Health & Safety, Manual Handling and Food Safety courses. Much of the training is delivered by Jean Bailey herself and there is the opportunity for some workers to achieve basic qualifications from work related short courses if they are able to secure an 11 week work assignment with a client organisation.
PMP have recently formed a working relationship with the University of Lincoln to ensure their candidate workers are able to access more opportunities do develop skills and access appropriate and relevant training. In the early stages of this working relationship, initial discussions between the partners have resulted in an agreement that a cohort of PMP candidate workers will work towards an Improved Proficiency Qualification (IPQ) in a relevant vocational area. The partners are also exploring the possibility of offering ESOL training to approximately 200 candidate workers and the possibility of offering an Apprenticeship contract to a number of candidate workers.
Jean reported that the main driver for increasing access to training was to ensure that PMP has a competitive advantage over other agencies operating in the area. She feels that the PMP commitment to training will help them retain their clients and attract new clients. She noted that very few of PMP’s competitors offered training to their candidate workers. Jean’s view is that the PMP commitment to training has helped the company develop a good reputation within the Food Industry and with individuals living in South Lincolnshire seeking employment. The PMP Case Study suggests that there are real opportunities for unskilled agency workers to improve their skill and qualification level if the agency they are registered with has a formal working relationship with a partner learning provider organisation. 
Appendix VI

Activ SAS – a close relationship with the employers they serve
Activ SAS is part of the ever expanding Activ SAS group of companies based in Spalding. Here they recruit staff for their client companies which vary from nightclubs, bars and a bowling alley, to preparing and delivering hot healthy school meals and a property lettings company.

Activ SAS is now looking to branch out to provide Recruitment and Staff Training, from Payroll and Accounting to Management Reporting and Health & Safety support services to other external companies.  

They undertake to ensure their staff embark on training from the first day of employment with a very comprehensive training scheme which is enhanced with a financial reward as this progresses and continuous appraisals throughout their employment.

The training for bar and nightclub staff is in house and is administered and managed by management staff from Activ SAS. The following is a brief description: (i) Bronze Award (to be undertaken within a three month period) completed by a questionnaire and signed off by a Manager from a client organisation; (ii) Silver Award (to supervisor level) appraisal and evidence based signed off by Manager and Director from the client organisation; (iii) Gold Award (management) – this Award is appraisal and evidence based and promoted by Manager of the client organisation and signed off by Director of the client organisation. A similar training scheme is available for the Bowling alley staff. 

During the candidate induction from Activ SAS, Health and Safety and First Aid are covered and during the Silver and Gold awards risk assessments are completed. It is understood that the Bronze, Silver and Gold awards have some similarity to NVQ training as they are longer training courses than the ‘one day’ training diet offered by most agencies that claim to offer training provide. The company support the personal development of their staff and have a commitment to training. Activ SAS are working towards their IiP accreditation.
Activ SAS support a relatively small number of employers who all operate within the ‘nightclubs, bars and bowling alley’ environment. This case study provides an example of how training can be offered and accessed when there is a close relationship between the agency and the employers that they serve.
Contact was first made during the initial telephone survey with a follow-up conversation with Emma Devan of Activ SAS. 
Appendix VII
DP Packaging – The Employer Organisation Perspective
DP Packaging was founded 30 years ago, and now employs over 100 staff.

The company is a privately owned Limited Company. DP Packaging operate from premises at Northgate, Pinchbeck and these premises have been developed and extended over the last 20 years. DP package fruit and vegetables for the Food Manufacturing industry.

As part of this survey Chris Donkin visited DP Packaging on the 22nd February and spoke with the Chief Executive Mark Parkinson. Mark reported that typically, at any given time, DP deploy a staffing complement comprising of approximately 30% permanent directly employed staff and 70% agency staff. Mark noted that their preferred Agency (Gypsy Employment of Spalding) provide most of the temporary labour that they require. Mark reported that the Agency provide initial Health and Safety training for the workers deployed at DP. If necessary and appropriate DP will provide further initial training for agency workers when they are assigned. 

DP Packaging have a positive reputation locally for progressing agency workers into full time positions. Their approach is to keep a ‘weather eye’ on agency workers and see how they are performing. Those who are seen to be making a strong contribution are offered permanent positions. On arrival Chris Donkin was greeted by a Polish worker Kate who had progressed from Agency work at DP to a full time position and then progressed further to become a key player for the organisation with an admin support and receptionist role. She had been given access to relevant training at each stage in order to make this transition.

Mark Parkinson noted that DP Packaging have a strong commitment to train anyone who works in their warehouse who is willing and would benefit. He noted that permanent staff have had more comprehensive access to training than agency staff. He notes that a fairly typical progression route for agency staff to permanent employment is to secure a post with DP in Quality Control. In this department employees access quality control training and where appropriate ESOL training. Mark notes that DP would consider offering longer training courses (e.g. Apprenticeships and NVQs) to their permanent staff but would not make such an offer to agency staff as the time-limited nature of their contribution would make it difficult for agency staff to complete such programmes.

Appendix VIII
The training providers view

As part of this investigation Chris Donkin spoke with Carol Smith of Lincoln College, Alison Fox of Grantham College, Paul Collins of Boston College, Pam Smith of LAGAT and Sharon Green of the University of Lincoln
Lincoln College

Chris Donkin Spoke with Carol Smith of Lincoln College on the phone. The College are currently considering setting up an employment agency. They see this as a natural development as it will give them the opportunity to provide job outcomes for students currently studying on vocational courses at the College. It will help the 16-18s find part time work with the demise of the EMA, provide jobs as progression for full time learners completing their courses and help those unemployed back to work. The proposal to set up an agency is being considered by their Senior Management Team. Lincoln College have attempted to forge working relationships with employment agencies in the past with mixed results as the College and the agencies have different motivations for establishing a partnership. The College work closely with Jobcentreplus to provide Pre Employment Training (PET) and those individuals who access the PET programme are typically also registered with employment agencies as they seek to secure employment.
Grantham College

Chris Donkin met with Alison Fox of Grantham College on the 27th March. Alison reported that the College have made active attempts to work with employment agencies in the past with mixed results. She reported that the agency Ambitions Personnel work closely with Padleys and in the past the College have discussed the possibility of providing the training for the Padley / Ambitions working arrangement. This could have involved supplying ESOL training in addition to basic vocational short course training. Alison conceded that the potential for this working relationship faded away due to unrealistic expectations of the process from the agency – i.e. they expected all training to be free and had an impractical view of the degree of flexibility of the training offer. Alison feels that with the pressure from the ultimate supplier (i.e. the supermarket or retailer buying the ‘packaged’ or ‘processed, foods provided by the local employers who in turn take on staff provided by agencies) to take products from a formally trained and qualified workforce in the supply chain, then the time may be right to re-visit the possibility of training providers working closely with employment agencies. 
Boston College
Chris Donkin met with Paul Collins of Boston College the 27th March. Paul noted that Boston College had actually registered as a licensed agency but that the venture was more of a recruitment agency than an employment agency with the goal of providing employment for those seeking to become Apprentices. Paul noted that at present Boston College do not have a formal working relationship with an employment agency. Paul commented that one of the reasons why they were not prioritising seeking to forge such relationships is that the College recognised that dealing with a largely transient workforce presented challenges with regard to delivering courses that would produce retention and achievement statistics of an acceptable standard. Recognising that some of the largest employers in the area are now agencies, Paul reported that the College would be interested in piloting a formal working relationship with a number of agencies who were committed to training.
LAGAT

LAGAT are a private training company based in Lincoln. The LAGAT Group employs over 40 full time employees and has a subsidiary recruitment company by the name of Quest (operating from its base in Lincoln) which serves hundreds of employers in the recruitment of permanent and temporary staff.
Chris Donkin spoke with Pam Smith of LAGAT on the phone on the 13th March. Pam reported that LAGAT are committed to providing training for those seeking work. Many of LAGAT’s learners in this category are registered with employment agencies. Pam noted that LAGAT work with Jobcentreplus to provide Pre Employment Training and that they also work with A4E and have supported the work of TNG. Pam reflected that LAGAT have tried in the past to broker formal working arrangements with employment agencies to provide training but these efforts have not come to fruition. She considered that the time may be right now to re-visit this possibility as both the agencies and the training network is showing a greater appetite for partnership working. Pam commented that if the opportunity arose to be involved in a partnership approach to training with a group of agencies then LAGAT would be keen to be involved and this would be an exciting initiative to be engaged with.
University of Lincoln

Chris Donkin met with Sharon Green of the University of Lincoln’s Further Education Department on the 22nd March. Sharon reported that the University’s Holbeach Campus operation has forged working relationships with approximately 100 local employers. They have a working relationship with one Agency – namely PMP Recruitment. Sharon commented that the University had previously worked with a different agency but that they had not liked the robust quality systems deployed by the University to monitor learner progress. Sharon reflected that they would like to do more work with Agencies provided that they had the same attitude towards training as PMP (see Appendix VII). She noted that working with agencies presented a higher risk than working with mainstream employer organisations in that high scores for retention and achievement on longer courses could prove more difficult to achieve with agency learners.
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