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The engagement process will result in outputs and have some impact on the employer and the
public good. This will be reflected upon and evaluated more formally at phase three. If the
engagement has been successful it will have provided benefits to both parties and these will
encourage participation in further employer engagement activity either with the same organisations
or others (phase four). It will not always be the case that further engagement activity will take
place but if it does the relationship will return to phases 1-3 depending on the nature of the
engagement activity pursued.

55 Further research

This research has for the first time undertaken a holistic review of employer engagement across
policy areas and synthesised existing research across the employer engagement process. It has
resulted in a model that defines employer engagement and identifies the relationships and
processes that underpin the engagement. Further work needs to be undertaken to apply and test
this model within specific contexts such as Skills for Business network activities.

The research was unable to unpick how the numerous parameters outside the control of
participants impact on an employer's decision to engage or to identify which ones are most
important in any set of circumstances. This may be because employers are focusing on what they
can control rather than the environment in which they make decisions. They may only recognise
their decisions and not necessarily the whole range of influences on their decision. This could be
investigated further by undertaking detailed case study research examining the various
engagement decisions made by specific employers over a specified period. It would also be useful
to explore how much this may vary by sector.

The qualitative nature of the study meant that it was able to infer the weight given by employers to
different types of benefits when considering different types of employer engagement. A more
guantitative study investigating the employer engagement benefits matrix presented in section 3.2
would help organisations managing employer engagement activities to have a better
understanding of the types of benefits to promote in relation to a particular engagement activity.
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Figure 5.3: Employer engagement processes and relationships
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Efgn;zlgﬁrm Phase 1 Phase 2 Phase 3 Phase 4
is any form of Preparing Establishing Maintaining Developing
contact | o e e e e o -
|
2?;"52;32: : ﬁlity/willingness depends\ I .
and an Assessing 1|{on facFors sugh as : ig%lgg\s/}egeg:
employer, that internal Individual(s) | }\eommitment, intensity, trust.) Producing aéﬁvities o
attempts to constraints take part : I business improve or
effect a [drivers representing | Engageme |1 benefits deepen
C::cr:vgvleeldn t:e eg Motivation and | |Participation’y | ntactivity |1| Outputs % and public existing
understan%iﬁg strategy, empowered | 1 eg vig,its, : good relationship or
or behaviour resources, 1 meetings | pursue new
of either, or of culture ! g " °b160t|vet3 with
a third party, | | new partners
for some Influenced by type : Type of [
purpose of relationship eg engagement: |
rel.zted tobtlhe membership, Consumer, 1
Wlbzagﬁt. ¢ representation, co- Stakeholder, :
operation Strategic, Providey I

External parameters (drivers and barriers)

50



Employer Engagement Research

Appendix A — Literature review framework

Reference Key Words

Organisation
Corporation
Public Sector
Line manager
Section leader
Chief Executive
Managing Director
SME
Enterprise
Concern
Stakeholder
Conglomerate
Complex
Group
Partnership
Complex

Web

System
Alliance
Coalition
Institution

Statutory requirement
Collaboration

Trade Mission

Delegations

Role model, figure head, captain,
leader

Interest — intrigue, appeal
Communication, notify

PR

Innovation

Citizenship

Corporate Social Responsibility
Capacity Building
Environmental concern
Territorial allegiance

Business expansion
Productivity

Management strategy

Legal advise and support
Customer/provider

Levy/subscriptions
Professional associations
Financial support mechanisms
(banks etc)

Business Intermediaries
Training Providers

Leisure and recreational
connections

Expert Panels

Community activity
Clubs/societies
Associations

Statutory requirements, business
regulations, tax

Surveys and intelligence
gathering

Consultation, review, market
research

Dialogue

Exchange

Contribution

Who Why How Why Not

Employer Political allegiance Networks Time

Manager Anger — need to act Referrals Effort

Owner Pressured into Marketing Can’t see point

Business Financial need PR Confused messages

Industry Representation Media Territorial intrusion into owner
Commerce Direct request Publicity manager business

Private Sector Philanthropic gesture Direct contact Culture of independence
Institution Sounding/advise — solicit Existing networks/membership Fear/mistrust of public sector and

regulation

Dislike of bureaucracy
Defending own business
Perceived lack of need to engage
Dislike/mistrust of those involved
(public and private)

Barriers

Hurdles

Task focused

Time scale issue

Conflicting priorities

Wrong time for business
Previous experience, reputation
Not applicable

Language difference

Relevance

Lack of feedback

Clique

Wrong communication

Hierarchy of Framework

JC +

Institutions that are or could be involved:
51 Sector Skills Councils and associated institutions — Sector

Skills Action Teams, Regional Skills Partnerships, Alliances.
Business Link
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Broad Area of

Specific Areas of Engagement

Specific Characteristics for

Engagement consideration
Strategic Decision Transport Formalised/Informal
Making Economic Development Direct/Intermediaries

Policy - development
Community development
Voluntary Activity
Business Development

Education and Skills

Planning

Health and Safety

Finance

Equal Opps and Diversity (HR)
Contracting

Business Support

Alliance formation
Management

Social Responsibility
Workforce issues

Profile development

Bidding development/resource
generation

Area projects/Town Centres
Representation/Lobbying

Messages/reputation
Context — existing
conditions and relationship
issues

Personalities involved —
networks of association or
power

Reward function for those
involved

Traded or untraded
interdependencies — social
networks and institutional
links

Using the key words and the framework need to review:

1. Existing areas where engagement happens
2. Evidence of barriers and strategies (good practice)

3. Evidence of specific cases and context of engagement
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Appendix B — List of informed observers’ organisations

. British Chamber of Commerce
. Business in the Community
. Confederation of British Industry

. Confederation of British Industry (Scotland)

. Department of Communities and Local Government

. Department for Education and Learning Northern Ireland
. Department for Trade and Industry

. Equal Opportunities Commission

. Health and Safety Executive

. Higher Education Funding Council for England

. Improvement and Development Agency
. Institute of Directors

. Investors in People UK

. Learning and Skills Council

. London Development Agency

. North West Development Agency

. Scottish Chambers of Commerce
. Scottish Enterprise x 2

. Small Business Service x 2

. Welsh Assembly Government
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Appendix C — Case study summaries

1.

2.

10.

11.

12.

13.

14.

15.

16.

17.

East Midlands Train to Gain
Safety in Business
Southwark Environmental Business Awards

Basic Skills Agency Employer Pledge

Greenwich Community College’s Training Partnerships/Centres

Thanet College Industrial Professors Scheme

Croydon Local Strategic Partnership

Employers Forum on Age

Halton People Into Jobs Employer Engagement Group
Hampshire & Isle of Wight Local Skills for Productivity Alliance
Haringey City Growth Strategy Board

Northamptonshire County Employer Engagement Group
Investors in People Ambassador Programme

Leeds Ahead

National EBP Network Business Group

Welsh Assembly Dynamo Project

Wycombe 4 C Partnership
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1. East Midlands Train to Gain (Skills Brokerage Service)

Policy area: Skills Type of engagement: Consumer

Background

Train to Gain is a national programme delivered across England and developed from the Employer Training
Pilots. It is designed to help businesses improve their productivity and competitiveness by ensuring that staff
have got the right skills to do the best job. It offers a free and impartial service to identify what skills the
business needs, matches employers with relevant training providers and courses, can offer a contribution to
wage costs (if below 50 employees) and help find funding programmes to cover training costs. In this case, the
scheme is managed by the East Midlands Learning and Skills Council, who employ a brokerage service to help
promote, deliver and manage the scheme within the region. The LSC works with a brokerage service company
to set targets and identify target sectors, engage employers directly and through partners, and to work with
providers to offer flexible training packages. The strategic aim is to encourage regional economic
competitiveness, whilst locally boosting sustained employability, individual development and firm capacity.

Key messages

Engaging organisation perspective

* The LSC believe the paradox is that business thinks it knows what it needs, in the case of the programme it
tends to be money (wage compensation) but once the benefits of training have been realised this becomes
insignificant. The money is good as a hook.

* The employer relationship is based on opening the door to someone they trust and this can be developed
through language, culture and knowing the industry. It can also be geographically related especially if there
is a strong local business community.

* The service has identified hot spots which are areas that are more easy to target as they have responsive
firms linked to the business of the local economy, but hardest areas to crack (cold spots) are the
regeneration areas with companies that rely upon a low economy, low skills workforce and do not want to
invest.

* A multi-channel approach, sharing information and partnership work is essential for successful
engagement. Trustis paramount and this can be destroyed by a bad experience.

Employer perspective
* For some employers success is about staff morale and self-achievement in undertaking training and being

able to contribute in new ways. This is irrespective of the qualification achieved and is also reflected in the
service the organisation offers and ultimately the impact it has upon customers or clients.

* The success from the employer’s perspective is also measured in terms of reputation and the impact this
has upon their ability to draw in new staff and create enthusiasm amongst existing staff. This is a critical
factor for the smaller employer whose reputation is spread through word of mouth within local area
networks.

* A good broker is someone who knows about the business, and can understand the skills issue in relation to
the development of the business and therefore make the business case.
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2. Safety in Business (Business Crime)

Policy area: Non-Skills Type of engagement: Consumer

Background

Instead of merely disseminating advice on the issue, the Safety in Business course was developed to
encourage employers to proactively engage with the issue of crime prevention through the provision of a
relevant training course. The overall objective of the project was to help to reduce crime committed against
businesses in the region by persuading employers to embed crime prevention strategies into everyday
business practices. The project was led by Government Office West Midlands (GOWM) and developed jointly
by Warwickshire Police and De Brus Marketing, who planned and delivered the course. It was designed as a
free, short, self-completion postal course to increase its accessibility and improve participation rates.

Key messages

Engaging organisation perspective

* The marketing of the course focused on two ‘hooks’ and was seen as crucial to the successful engagement
of employers given that the issue is often a low priority and very rarely incorporated into business
strategies. Firstly, the title of the course Safeguarding People and Productivity was used to emphasise that
the course could help protect employers’ bottom line. Secondly, it was marketed under a health and safety
banner because this is a familiar and important agenda to employers;

* The project was targeted at all sectors and types of employees, but the vast majority of those responding to
the evaluation questionnaire were from service industries and the majority were middle or senior
management;

* A strong lead from the public sector (and strong partnerships between the police and GOWM) was
perceived as being crucial to drive the project, provide the rationale and secure funding;

* The project has only been run at a pilot level, but following the positive feedback they have received, the
project team have developed plans to roll the product out nationally on a commercial basis.

Employer perspective

* Participants were extremely satisfied with the content and, particularly, the design of the course. The
distance learning format was regularly cited as a major factor in persuading people to participate.
Furthermore, the positive response to the proposition of a more detailed face-to-face course in the future
suggests that once persuaded of the benefits, employers would be very willing to participate in a more
demanding scheme.

* Targeting the course at employers already extremely active in field of crime prevention meant that the
participation rates were likely to be relatively high. However, even those with an advanced knowledge of
crime prevention issues stated that the method of delivery “caused me to stop and think”.
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3. Southwark Environmental Business Awards

Policy area: Non-skills Type of engagement: Consumer

Background

The Environmental Business Awards were set up by the London Borough of Southwark to encourage
businesses to act in a more environmentally friendly fashion, specifically in relation to waste and recycling.
There are four levels of award available to businesses — Gold, Silver, Bronze and Baseline. These are
awarded based on a variety of criteria and allow businesses to advertise themselves as an environmentally
responsible businesses with posters and a certificate. They are based on the ‘Tidy Business’ standards
produced by ENCAMS, an environmental charity best known for its Keep Britain Tidy campaign.

Key messages

Engaging organisation perspective
* It was important to visit businesses face-to-face as opposed to sending mailings or having telephone
conversations. No responses were received as a result of the initial mailings.

* A series of visits was more likely to result in a business signing up than a one off cold call — building rapport
proved to be very important.

* SMEs have proved easier to engage with this project because they will see immediate savings as a result
of better waste management practices — they get charged for certain amounts of waste collection — and this
benefit is pushed as a carrot by the awards team. Non-specific incentives are much less effective.

* They needed to approach the manager in all cases as the businesses needed to make decision about their
practices in order to get on the scheme. Other staff could not commit to the changes.

* Some businesses which are already focused on ‘doing good’, eg charities, health food stores, were much
easier to engage with than ‘mainstream’ business. This was partly because they are sensitive to
environmental responsibility but also because their customers are more likely to expect it from them.

* Some businesses will not engage with the scheme as they immediately associate the council with
inspection and regulation. It is usually impossible to make a connection with these businesses.
Alternatively some businesses, often run by recent immigrants, are very keen to be involved because they
want to do something they think the council will approve of.

Employer perspective
* Employers indicated that they found it a useful way of keeping focused on their environmental priorities,
and was even useful for companies that had identified their environmental policies.

* Some also indicated that it was useful for a company operating in an environmentally friendly way to have
something to demonstrate that to customers. This can set them apart from a cheaper (in terms of the
service offered to customers) but less environmentally responsible competitor.

* The public recognition of environmentally friendly behaviour was an important business benefit of the
award. Some employers indicated that one problem was the gap between achieving the award and
receiving it: capitalising on good publicity is important.
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4. Basic Skills Agency Employer Pledge

Policy area: Skills

Type of engagement: Consumer/Provider

Background

The Basic Skills Employer Pledge has been developed as part of Words Talk-Numbers Count, the Welsh

Assembly Government’s Basic Skills Strategy for Wales. It has been designed to get employers engaged in

the strategy in order to reach as many adults as possible and to raise the skills of the workforce in Wales. The
Basic Skills Employer Pledge means that an employer pledges to ‘help employees with poor basic skills to
improve these basic skills'. To get a Pledge Award employers have to do more than just give a commitment.
In brief, employers have to produce an action plan and they only receive the Pledge Award when they have
developed and implemented an action plan and been through a successful monitoring visit.

Key messages

Engaging organisation perspective

The number of employers involved is important as this means that the Agency can have more of an impact
on the basic skills levels of more individuals. However, numbers aren’t everything; it is important that
employers understand the commitment. They have to do real activity and must be committed to change.

Local learning providers, such as colleges, often act as “brokers” between the employer and the Basic
Skills Agency. Learning providers and other links and partnerships have helped the Agency to publicise the
Employer Pledge and have helped to recruit employers. The Agency has run joint events with the CBI and
works with Business Eye, Careers Wales, Jobcentre Plus, the TUC, trade unions, SSCs, the Wales Local
Government Association and Learn Direct. These working arrangements have been important to the
success of the Pledge.

The Agency believes that the Pledge is successful because employers are fully supported and see the
Pledge as being relevant to their business. The Agency uses real life examples to show employers the
business benefits of the Pledge and how skills needs can be identified.

Employer perspective

For two of the employers interviewed, the Pledge is a small but important strand of an overall employee
development strategy. One employer emphasised the importance of the Pledge in helping it to build up
very positive partnerships and constructive working relationships with trade unions, primarily through
working on implementing the Employer Pledge.

Some employers seem to be uncertain about the role of the Basic Skills Agency in the Employer Pledge.
This may mean that there is a blurred line between the Agency and other third parties involved in the
Pledge. This is not necessarily a problem as this blurring of responsibilities could be a very positive factor
that helps the Agency to engage with employers. This is because the Agency relies on using third parties
that are trusted by employers.

One employer said that the Pledge has helped them greatly and has been the drive behind what the
company has been doing in terms of training and development. Another employer felt that the Pledge has
resulted in them undertaking real activity that has made a difference.
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5. Greenwich Community College’s Training Partnerships/Centres

Policy area: Skills/Non-Skills Type of engagement: Provider/Consumer

Background

The Tourism and Heritage department at Greenwich Community College (GCC) has established two training
partnerships/centres at Southwark Cathedral and the Old Naval College at the Greenwich Foundation. The
host attractions provide work opportunities for tourism and heritage students from GCC, while the College
provides training opportunities for employees and volunteers from the employer organisations. In addition to
this training partnership, GCC provided additional capital funding for the refurbishment of disused rooms at the
host employers’ sites to transform them into modern training facilities. These rooms were equipped with smart-
boards, laptops and wireless broadband internet access and are used by GCC to deliver on-site training, as
well as providing the employers with excellent external revenue generating streams. GCC is in the process of
extending the scheme to the Tate Modern, British Museum and the Royal Parks. These additional training
centres will be established in 2007, but a lack of space and administrative problems have hindered their
development thus far.

Key messages

Engaging organisation perspective
* GCC sees the scheme as an opportunity to further cement their existing relationships with the five host

attractions, as well as boost their reputation as a leading provider of heritage and tourism training in
London;

* The success of the partnerships with both organisations is perceived to be partly based on the
informal relationships GCC had already established with them over the past few years;

* The size of the organisation is also considered a factor in the successful development of the training
partnerships/centres. Both the Old Royal Naval College and Southwark Cathedral are relatively small
organisations compared to the British Museum and Tate Modern. Hence there are more internal
personnel and procurement procedures in place in a larger organisation. Also physical space and
resources is a key issue in the development of the centres: if the organisation is unable to provide a ‘room’
which can be refurbished by the College, then this will hinder any developments.

* The scheme has been deemed a success by GCC: the training rooms are utilised to full effect for training
and other commercial purposes and they have received a steady stream of placement opportunities for
their students.

Employer perspective

* Both host organisations were extremely satisfied with how the partnership has developed, primarily having
entered into the training partnership because of the opportunity it represented to establish a modern
revenue generating training facility at no cost to themselves;

* Southwark Cathedral believe that GCC is not currently extracting maximum value from their investment in
the project, as it is failing to make full use of the time it is allocated for using the training facilities.
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6. Thanet College Industrial Professors Scheme

Policy area: Skills

Type of engagement: Stakeholder

Background

The Catering and Hospitality Industrial Professors Scheme has been established by Thanet College to improve

its links with hotels and restaurants in the county. Industrial Professors are managers or head chefs from

leading restaurants and hotels in the area. They meet six times a year to help the college review and develop

the curriculum. They also provide mentoring support for staff and students and provide paid work placements

for students. There are currently four Industrial Professors, and the college is seeking to recruit more.

Key messages

Engaging organisation perspective

The college has tried to recruit high profile or well-regarded employers to the scheme as they believe this
can encourage other employers to take part. One of their Industrial Professors is an ex-student and they
are currently trying to recruit a TV chef.

The scheme has been running for five years and has been very effective in building close links with
employers. It has ensured that there is a good source of high quality student work placements and a
number of students have been employed as a result.

The scheme has helped the college and employers better understand each others needs and the college is
now a trusted source of training advice.

The scheme has been less successful at informing the curriculum. The scheme lost its impetus due to a
change in college staff, but has now been re-launched with the expectation that the number of Industrial
Professors will grow and broaden in coverage.

Employer perspective

Employers are mainly taking part because they want to work with the college to ensure the industry has
well trained and high quality students and employees. There is a combination of self-interest and a general
feeling of wanting to help the industry and the local community. “Being asked to contribute was for me a
great honour and it gave the chance to put something back”.

One employer identified value from the networking opportunities, but there was a consensus that a larger
group was required not only to improve networking opportunities but also to ensure there is the breadth of
industry representation.

Employers are involved because they are keen to make a difference, but a number were frustrated that
their input had often not resulted in action or that the scheme had not achieved as much as it could have.
“The scheme needs direction as it faltered before through lack of action by the college”.

Geography may be an issue for one potential Industrial Professor as the college is some distance from
where they are based.
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7. Croydon Local Strategic Partnership

Policy area: Community Strategy and Development | Type of engagement: Strategic

Background

Croydon's Strategic Partnership is a 'family of partnerships' comprising of representatives from Croydon's
business sector, voluntary and community sectors and public sector agencies. The Partnership consists of:
Chief Executives Group; Theme Partnerships and Sub Groups. It is responsible for agreeing the Community
Strategy and Neighbourhood Renewal Strategy as well as working to improve the delivery of public services
and the co-operation of different agencies. The Partnership Board meets three to four times a year and
business is not only represented at this level, but across many of the themed groups, offering venues, advice
and funding support to events such as the ‘Croydon Summit’.

Key messages

Engaging organisation perspective
* Business involvement is done through a set of mutually reinforcing processes: making them aware of

decisions, allowing representation, acknowledging business interests, promoting development and linking
into their self-interest.

* The process aims to give employers a sense of ownership and achievement, through providing feedback
and monitoring progress indicators.

* The Partnership targets people who have decision making power within their institution such as the finance
director, chief executive or managing director. To successfully engage these people it is essential to know
their business and personalities, to understand and explain the key issues and to show the business case
for involvement. It is also necessary to be consistent, to link activities to the decision making process and
to protect employers from the vast range of bureaucracy.

* Employers that get involved are either those with a high profile in the area, “the usual suspects” or those
who have a specific need or demand — they want to deal with a particular issue and want the Partnership or
(more importantly) the local authority to do something about it.

* Perceptions, expectations, time scales and area embeddedness (or lack of it) are all key barrier issues.

Employer perspective

* Employers get involved in the Partnership for a variety of reasons: they may represent a group, have a
sense of duty, want to make sure the voice of business is represented or to raise a specific issue (transport,
skills, crime), but it all tends to be driven by some form of self interest.

* The employers involved tended to be grouped into the larger (signature) companies who had a broad
investment in the area and had corporate social responsibility capacity and the smaller employers who
wanted to deal with a specific issue.

* The local authority has power and can make a difference, therefore from an employers perspective
engagement with it (the Partnership) has value and the potential to effect change.
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8. The Employers Forum on Age

Policy area: Non-skills

Type of engagement: Strategic

Background

The Employers Forum on Age (EFA) is an employer-led membership body set up in 1996 with the aim of

influencing the emerging age legislation which came into force from 1 October 2006. There are 250 employer

members which include many of the UK's top employers. Funded almost completely by employer members,

membership provides a source of advice and support for better anti-discriminatory practice on age. Members

are able to discuss age issues honestly and openly in a responsive environment.

Key messages

Engaging organisation perspective

The EFA seeks to provide a very high quality service in order to justify the £2,000 yearly membership fee.
The EFA achieves this by listening carefully to members and by responding quickly to their issues. This is
enhanced through facilitating networking and investing time in account management.

The EFA has created a range of products and services, such as factual briefings, training materials and
model letters and forms. Many of the products are openly available on the EFA’s website, with more
substantial products available exclusively to members. In addition it has also done its own background
research and proactive work with the media to ensure that the age issue, and EFA’s positive approach to it,
remain high profile.

The EFA worked closely with the Department of Trade and Industry (DTI) civil servants to ensure the age
legislation was as well designed as possible. It would typically work with civil servants to identify
troublesome issues in the developing legislation and convene a small working group of employer members
to explore pragmatically what could be recommended back to DTI. Even after the legislation has come into
force the EFA has continued to work with DTI civil servants to highlight aspects which are problematic and
propose solutions.

Employer perspective

All employers attributed the key reason for the success of the EFA to the incredible dedication of the EFA
team in ‘making senior people sit up and listen’ in both the member companies and Government.

Some employers noted that although initial reasons for being involved with the EFA revolved around the
recent age legislation, they wanted to continue the same level of involvement post-legislation. Other
employers expected a more passive involvement post-legislation, as the main objective for involvement has
been achieved, but noted that age was still of interest to them.

EFA members as a group felt they were more on the same wavelength with each other than with
Government. Despite being successful in working with Government to voice opinions and develop policy
there was still very much a perception of a public-private divide.

Most employers expressed a difficulty (and expected problems in the future) in focusing on the age issue
specifically, with a need to pay attention to other diversity areas also. Employers also observed the
difficulty for SMEs in particular to be involved due to time and resource constraints.
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9. Halton People Into Jobs Employer Engagement Group

Policy area: Skills Type of engagement: Strategic

Background

Halton People Into Jobs (HPIJ) is a local project initiated in 1999. Central to the project is the Halton
Employment Charter which is an agreement between employers and residents to match ‘local vacancies with
local job candidates’. According to employers there existed a problem in employing local people due to a lack
of the right skills and attitudes. Local people complained that there was an issue of applying for local jobs as
they did not receive feedback when they were unsuccessful, which led to a reluctance in applying for future
local positions. HPIJ sought to remedy this situation working with both parties. The main partner in the project
is the local Jobcentre Plus (who sends referrals). There are also various sources of funding including Halton
Borough Council, Neighbourhood Renewal Fund (NRF), European Regional Development Fund (ERDF) and
European Social Fund (ESF).

Key messages

Engaging organisation perspective
* HPWIJ works jointly with local people and employers as equal stakeholders in the voluntary scheme.
Local people and employers helped design the Charter and to date over 1,200 employers have signed
up with the intention to advertise and promote job vacancies to local people.

* HPIJ has developed from the initial concept of the Charter to fulfil more specific objectives but the
central aim to get ‘local people into local jobs’ has remained the same.

* HPUJ is successful because there are no time constraints. The service provided is personable and
support is tailored to find the right candidates for the right jobs. The key lesson has been to listen to
local people and employers, using their opinions as a basis to implement policy.

Employer perspective
* Most employers are not particularly knowledgeable about the details of the charter. Before signing the
charter employers were more aware of the commitment required than the values and objectives of the
charter. Employers were clearer about their role in terms of the working relationship to giving the HP1J
feedback about job applicants, keeping the HPIJ up-to-date about recruitment developments and
providing work support for those employed through HPIJ.

* Employers generally have been using HPIJ more as a commercial job agency with added benefits
rather than as a public sector scheme. The added benefits include a dedicated service with an
emphasis on choosing and preparing the best candidates. HPIJ is performing the function of a private
job agency more successfully than other private job agencies, and performing the function of a
Government job agency with public objectives more successfully than other government job agencies.

* For some smaller employers there is a desire to work with HPIJ on a more frequent basis, however, the
size of the company often means that they have a limited number of vacancies, and therefore the
company has no need to avail themselves of the service.
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10. Hampshire & Isle of Wight Local Skills for Productivity Alliance

Policy area: Skills Type of engagement: Strategic

Background

The Local Skills for Productivity Alliances were established by SEEDA to address local skills and training issues
in the South East by bridging the gap between employers’ needs and public sector provision. The Hampshire
LSPA was set up by the LSC and is considered an exemplar of this approach as it has successfully attracted a
range of employers and implemented a series of projects driven by issues they have identified.

The Alliance has a core group of between 25 and 30 employers across a range of sectors. These include
representatives from the target sectors of manufacturing, advanced engineering, retail, construction, logistics,
information technology, tourism and business services. The public sector partners include LSC, Business Link,
SEEDA, Connexions and Jobcentre Plus. The Alliance is led by a Manager (based at the LSC) and a Steering
Group which is chaired by the private sector. The Skills Alliance combines an element of direct action in
response to employers’ skills issues, e.g. setting up of a HGV driver training course, with a more strategic
influence through regional and sub-regional partnerships e.g. Local Area Agreements, Partnership for Urban
South Hampshire.

Key messages

Engaging organisation perspective

* Potential members of the group were identified through existing employers within the Hampshire Economic
Partnership and other targeted sectors. Several were ‘second referrals’ ie referred by another company
currently involved in working with the public sector.

* The LSC Manager would visit each potential member to outline the aims of the Alliance and to gain the
employer engagement. He focused on presenting the Alliance as something different to the other, often
similar, kinds of public sector engagement ie offering a response from the public sector agencies involved
in the skills agenda.

* The manager ensures they chase up non-involvement at meetings and ensure that the employers really are
engaged — ‘it isn’t about just sitting in a meeting’. They are continually deepening the relationships and are
moving to getting employers to host visits and meetings.

* They focused on attracting individuals at MD or senior level as they wanted people with a broad context
and not just focused knowledge of one or two issues.

Employer perspective

* Employers particularly liked the exclusion of public sector and stakeholder organisations, often found in
these forums, from the employers’ Skills Alliance meetings — held three times a year. They had to work to
secure this and are aware that other Alliances (which are structured differently) do involve non-employers.

* Employers were motivated by a desire to improve the skills of the local labour market and the economy of
the local area — the Alliance was particularly appealing as it offers a direct line to the decision makers in the
public sector. Most employers acknowledged that they would expect to see at least an indirect business
benefit whether from improved access to labour or from improved reputation in the local area.
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11. Haringey City Growth Strategy Board

Policy area: Non-Skills Type of engagement: Strategic

Background

North London Limited (NLL) is funded by the London Development Agency and works closely with Local
Authorities in North London to ensure a business friendly environment for company growth and expansion. The
objective of Haringey City Growth Strategy is to drive economic development in Haringey. In order to create
and deliver this strategy NLL sought an employer-led Board. The aims of this approach were to: empower
businesses to influence economic development policy; to enable employers to inform Council policy more
generally; and to help the Council to become more business aware. NNL aimed to engage 18 employers at
Director or Senior Manager level and a mixture of SMEs and larger companies. They recruited across the five
key business sectors in Haringey: food and drink; creative; retail; leisure and entertainment; and IT. NNL have
asked employers to commit to a three year contract to serve as a Board member, meeting 5 times a year.

Key messages

Engaging organisation perspective
* The Board has 18 places, 16 of which have been successfully filed with high level personnel from a
mixture of SMEs and larger companies.

* The Board is still in the process of designing a strategy, so has not yet met its overall objective of driving
economic development in the area. However, NLL's approach to engaging employers’ initial interest and
continued commitment has been very successful.

* Some of the key factors that helped NLL to distance itself from any previous bad experiences employers
have had include: the involvement of high level Council members, such as the CEO, which attracted
employer involvement; making sure the Board delivered some ‘quick wins’ to help employers see that they
could make changes and achieve results through the Growth Strategy; the existing reputation of North
London Limited, which helped to recruit employers, who saw this organisation as more business friendly
than the Council. These all combined to allow NLL to market themselves as something different.

Employer perspective

* The main barrier NLL faced in engaging employers was employers’ assumption that public sector
involvement equates to a ‘talking shop’ experience. This was often related to previous bad experiences.
NLL overcame this by careful marketing and assurance that this was an opportunity to form relations with
the Council and to achieve change for business prospects in the Council.

* A barrier experienced by one employer was the feeling that public sector organisations exploit successful
businesses for their own aims and the businesses themselves do not really benefit. For example, the
public sector organisation might use the business to demonstrate partnership working, to use in marketing
and promotion and to apply for funding bids, but the business gains little or nothing from the partnership.
Again, this was overcome by reassurance that the City Growth is a unique opportunity for a dialogue and to
deliver real change in the area.
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12. Northamptonshire County Employer Engagement Group

Policy area: Skills Type of engagement: Strategic

Background

County Employment Engagement Groups (CEEGs) have been established to feed into the East Midlands
Regional Skills Partnership. Northamptonshire CEEG is run by the local Learning and Skills Council and is the
only CEEG in the region to engage directly with employers rather than with intermediaries and representative
bodies. The group involves 16 employers of all sizes from the LSC’s four priority sectors (construction, health
and social care, engineering and manufacturing and logistics).

The CEEG meets quarterly for around two hours and meetings consist of speakers and presentations, followed
by discussion and consultation on the LSC’s proposed plans. The focus has mainly been on Train to Gain
strategy and implementation.

Key messages

Engaging organisation perspective

* Potential members of the group were identified through the Chamber of Commerce, Business Link and
existing LSC employer contacts. The LSC had more difficulty than they expected recruiting employers to
the group and found that it was important to clarify the purpose of the CEEG and to identify exactly what
contribution was expected.

* The LSC had to spend time translating policy objectives and public sector terminology into a language
businesses could understand and to explain what various policies and activities meant for businesses like
theirs.

* The LSC found it had to provide a lot of structure to the meetings and that they were more effective when
centred on specific decisions that were needed. This meant the LSC had to be very clear about what they
wanted from the group.

* The group helped the LSC give more weight to their plans and several elements of the policy were altered
to reflect employers’ opinions.

Employer perspective
* Employers took part because they had a personal interest in the policy field, they wanted the opportunity to
network or because they wanted to contribute to the local economy or their own sector or profession.

* Employers were keen to have their voices heard and were mainly motivated by the opportunity to use their
skills to make a difference. They did not want to be part of a talking shop. Some employers felt that they
helped but others thought their opinions had not been taken into account. The former appeared to have
had more experience of working with the public sector in this area and recognised changes take a long
time.

* Some employers felt that it was difficult to get clear messages across when different sectors represented
on the group had such different concerns and agendas.
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13. Investors in People Ambassador Programme

Policy area: Skills Type of engagement: Provider

Background

Investors in People Ambassadors include around 100 senior people from a wide variety of sectors that have
personal experience of using the Investors in People Standard and have agreed to help Investors in People UK
promote its benefits to others. They speak at events, provide comment to the media and attend networking
opportunities.

An Ambassador Co-ordinator manages the programme by matching speakers to events and by helping
Ambassadors prepare for them. Ambassadors have the opportunity to attend free media and presentation
training, get invitations to key Investor in People events and receive a weekly e-mail with up-to-date information
on the Standard.

Key messages

Engaging organisation perspective

* Potential Ambassadors complete applications and are interviewed to ensure that they understand what is
required and that they are motivated, good speakers and believe in the values associated with the
Standard. This method filters out individuals who are seeking to use the role as a platform to sell products
or services.

* Ambassadors are valuable to Investors in People UK because they raise the profile of the Standard, are
passionate about its benefits and generate leads. However, they recognise that Ambassadors are all
senior and busy people and the Co-ordinator has an important customer care role, ensuring that
Ambassadors are not used too often, that they are well prepared for events and that they feel they their
input is valued.

* Investors in People UK believe that part of the reason for the success of the Ambassadors programme is
that they ensure it is a two-way relationship. Ambassadors promote the Standard but Investor in People
UK show their appreciation by providing exclusive services and involve them more closely in the
development of the Standard.

Employer perspective

* All the Ambassadors interviewed are involved because they are passionate about the benefits of the
Standard and want to encourage more employers to be involved. Some also identified networking and
profile benefits but this was not the driving factor.

* They find the support provided by the Ambassador Co-ordinator to be very useful not only because it
means they do not have to worry about the administration aspects of attending events, but also because
they feel they are well briefed prior to any presentation. A number of Ambassadors felt they could be better
informed about the make-up of the audience.

* All felt the weekly e-mail briefs were very useful, and one of the Ambassadors who had undertaken the
media training offered felt he was now better prepared to speak to the media if needed.
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14. Leeds Ahead

Policy area: Non-skills Type of engagement: Provider

Background

Leeds Ahead is an initiative which helps to get private businesses involved in local regeneration in the
communities within Leeds. It began as a Business in the Community project with Neighbourhood Renewal
funding with the aim of increasing private sector involvement in many kinds of regeneration projects. It has
since won ERDF funding and when that came to an end it became involved in Leeds’ successful Local
Enterprise Growth Initiative bid.

Key messages

Engaging organisation perspective

* Leeds Ahead consider their success to be partly a result of tapping an abundant market — companies
looking to do something in the community and community groups looking for all kinds of help from the
private sector.

* They recruit businesses in a range of ways. Demand is such that many employers will self-refer once they
find out about the brokerage service. They do also approach businesses in a targeted way. They consider
the key lesson here to be making the business case for getting involved and not the ‘it's the right thing to
do’ approach. (Although many businesses tell them they are getting involved because it is the right thing to
do).

* The brokers maintain regular communication with both employers and community groups in order to
effectively manage expectations and identify any problems at an early stage. They also avoid overly
ambitious projects (particularly with first time employers) as failure can be a barrier to keeping businesses
interested.

* They judge who to approach within a company on the basis of what activity they are hoping to link the
company with. For example, for governance issues it would be senior managers or the managing director,
whereas for skills projects it might be human resource staff.

Employer perspective

 Employers indicated they were involved because they wanted to give something back. Most also
acknowledged that there was a business benefit, eg the larger businesses with CSR departments have
staff who want to be given time to do these activities. The employer therefore gets a recruitment and
retention benefit from offering the opportunity. In the case of some of the smaller business which had been
based in the area for a while they were more focused on maintaining their reputation as a good local
business.

* Employers like the structured approach of the Leeds Ahead system — matching what both sides want to get
out of it. The wide range of options available on their ‘menu’ of community initiatives is also seen as a
positive thing.

* The brokerage approach is seen as an effective way to reduce the time businesses need to spend on the
set up and bureaucracy of the process. Employers praised the way the brokerage reduces the level of
commitment required from them to make activities and projects work.
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15. National Education Business Partnership Network Business Group

Policy area: Skills Type of engagement: Provider

Background

The National Education Business Partnership Network was established in 1998 to provide a voice for the
Education Business Partnerships (EBPs) and services to member partnerships in England, Wales and Northern
Ireland. EBPs (usually so-called, but with many variants on the name) work in a wide range of ways to enable
education providers (mostly schools) and employers to work together effectively, for example by co-ordinating
work experience.

The Business Group has around 25 members, drawn primarily from large employers. Membership includes
“representatives of the Skills for Business network” as an additional category (three SSCs are members), as
well as representative bodies such as loD, CBl and Federation of Small Business, and observers from
Government Departments and agencies (DfES attends). Employers form the majority.

Key messages

Engaging organisation perspective
* NEBPN invited the group to agree a list of possible activities, including:

- contributing to the development of national strategy - eg 14-19 agenda, Work Related Learning,
Enterprise, Diplomas - concerned with skills and young people

- highlighting issues of concern to business posing barriers to better WRL activities

- sharing, celebrating and communicating best practice

- promoting the importance and activities of all EBLOs

- contributing to work-related learning research and developing impact measurements.

* In practice, members of the group also form a panel of interested employers on whom the NEBPN Chief
Executive calls on occasion for support. For example, several actively supported the network’s December
2006 Annual Conference, with cash, and in various other ways.

Employer perspective

* Involved employers put their own learning high on their list of reasons for being involved. One major
regional company relishes the opportunity to share good practice - and to learn from others. Another
praised the opportunity to share ideas with others.

* One international company’s Corporate Social Responsibility team had long worked with local EBPs, but
was looking for a more certain way of being as useful as it could be, and a less labour intensive way.
NEBPN’s national business group therefore appealed as an intermediary through which the team could get
guidance on how this firm could be most useful in supporting EBPs. This company, and a close competitor,
have both since given extensive pro bono support to NEBPN.

* Some member companies value the opportunity to get frank briefings on national policy on work-related
learning, and the related opportunity to influence it, directly (because the relevant civil servant is an
assiduous attendee) and indirectly, through briefing NEBPN'’s Chief Executive for use in his other meetings.

* All the companies valued NEBPN’s enthusiasm, and its tailored invitations to support particular initiatives
which fit with the company’s own priorities: “they take an interest in us”.
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16. Welsh Assembly Dynamo Project

Policy area: Skills Type of engagement: Provider

Background

The Dynamo Project is part of a programme of entrepreneurship education designed to promote the concept to
young people and give them the confidence to consider business creation as a future option. The main aim of
the project is to increase the business start-up rate in Wales (which is significantly lower than the rate in
England). This involves recruiting entrepreneurs as “Role Models” to go to schools, colleges and other
environments to “spread the word” about entrepreneurship. The project aspires to make constructive links
between local business people and educational institutions.

Key messages

Engaging organisation perspective

* The Welsh Assembly Government sees the Project as a tool to build further relationships with employers
and to provide it with a real dialogue with the business community. It is also hoped that the Role Models
benefit from meeting other entrepreneurs and form links with employers outside of the network.

* The engagement of business owners in the programme is seen as a key element of presenting the ideas of
"entrepreneurship”. They are best placed to share experiences, successes and challenges with future
generations. Recruiting local Role Models seeks to address issues of confidence amongst young people
and promote local success stories.

* Although any businesses can be involved in the project, targeting has taken place to try and engage those
that are not normally part of business networks. There is a good gender balance and a good
representation of younger people and relatively new businesses.

* The potential of the network of Role Models to form business networks and to learn from each other are
thought to be factors that motivate the Role Models to sustain their involvement in the project.

Employer perspective
* The Dynamo Project has captured the imagination of the entrepreneurs that it works with. This is because

they strongly believe in the aims of the project and believe that it does make a difference. They also feel
that they have an important role to play in helping to develop the economy of Wales.

* Employers view the project as successful and effective. They also have very positive views of the
management of the project, because they see that it has been responsive, flexible and well-run.

* Two interviewees spoke very positively about how quickly and aggressively the project has been
developed, comparing it favourably with how a private sector business would be run. In other words, the
project is seen to be entrepreneurial and to have a “private sector flavour”.

* Employers do not appear to participate in the project because of the networking opportunities or to
contribute to policy developments. It is likely that if the project had been sold in this way then participation
would have been limited. Employers have participated for purely altruistic reasons, and possibly because
they have been approached.
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17. Wycombe 4 C Partnership

Policy area: Non-skills Type of engagement: Provider

Background

Wycombe 4 C Partnership is an initiative to bring together companies in the Wycombe area to better co-
ordinate the provision of corporate social responsibility activities. This started life as Wycombe Business in the
Community and has been funded by SEEDA as part of the Thames Valley Area Programme — an initiative
tackling deprivation across the Thames Valley. The initiative is still in its early stages having recently emerged
from an extended set-up phase.

Key messages

Engaging organisation perspective

*  Wycombe District Council took the lead on developing this partnership but they made a point of securing
specialist help through Business in the Community consultants to take the lead on approaching the
businesses and securing their involvement. They also retained them for the initial set-up period when the
board was meeting for the first time and agreeing principles and objectives.

* Appointing a co-ordinator for the project was identified as an important step as it would provide a focus for
the activity and help prevent drift.

Employer perspective
* Several employers were encouraged to get involved by the presence of the Council within the project: they
saw this as an encouraging sign that it was a genuine initiative with some force behind it.

* Similarly several employers were encouraged by the presence of significant local businesses on the group.
This also added a stamp of authenticity and purpose to the project.

* The workshop which was set up near the start was seen as a very positive step that allowed a shared
vision and an agreed set of principles to be established.

* The ability to be targeted in the assistance provided is also seen as an advantage. Companies can choose
the interventions they participate in — often those which match their core competencies.

* Several employers see themselves as community based businesses and were motivated to get involved
because they wanted to give something back to the community and be seen to be a responsible business
in the area.
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