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EMPLOYMENT AND TRAINING INITIATIVES IN REGENERATION PROGRAMMES
This briefing paper is one of a series produced by KIP intended to provide residents, community groups and local organisations with information about plans, problems and issues affecting the inner west end of Newcastle.  The choice of topics to be covered by these briefing papers is based on concerns raised by local people and groups.

The west end of Newcastle is currently undergoing major physical re-development.  Following the City Council’s Going for Growth initiative, there has been large-scale housing demolition, especially in Scotswood and West Benwell.  Plans are being developed for major new housing and associated retailing and other facilities, as yet undetermined.  There is as yet no developer in place, and the major building works are not expected to take place until after 2009 when a Housing Expo is planned for the area.

Local residents and organisations are keen to influence the shape and direction of the new developments.  One of KIP’s roles is to provide information and ideas to support community involvement in regeneration.  KIP recently produced a briefing paper that looked at the possibilities of obtaining additional community benefits from regeneration schemes through the use of planning agreements with developers.  This new briefing paper focuses on a specific aspect which is of particular concern to local residents  -  the potential of physical regeneration schemes for providing local employment and training opportunities in construction and related developments. 

Nationally the need for schemes that would create opportunities for construction-related employment and training for local residents was identified in the City Challenge period of the 1990s.  Such schemes were originally seen as a way to link physical regeneration (new buildings) to the issue of social exclusion.  The intention was to provide locally based training and employment when new development projects were planned in a regeneration area.  More recently it has been recognised that schemes can play a key role in meeting skill shortages in the construction sector.

“Community benefits” or “targeted training and employment” are the new terms for what have long been known as “local labour in construction” schemes.  These new terms have been introduced due to the ever-present threat of legal challenges at a UK or European level.  

What is the legal basis for targeted employment and training schemes?

There are three main ways that targeted employment schemes can be introduced into development construction plans:

· Through ‘target’ clauses in procurement contracts;

· Through planning agreements;

· Through an overall ‘voluntary’ route.

Procurement contracts

Target clauses to support or develop such schemes were originally discouraged due to fears about value-for-money.  Section 17 of the Local Government Act 1988 restricted this route.   However, the legal framework of the Local Government Act 1999 now offers a real opportunity to use this route.  Currently there is a national project called New Approaches to Public Procurement (NAPP), which is being co-ordinated in the North East by Sunderland City Council.  A fuller discussion of this follows later.

Planning agreements 

Schemes are commonly introduced through using a Section 106 planning agreement under the legal terms of the Town and Country Planning Act 1990.  Newcastle City Council has used this route with some success and this is discussed later.  There is, however, currently discussion in Government and local authority forums on the wider use and effectiveness of these agreements.  A fuller discussion of planning agreements (particularly section 106 agreements) can be found in 

· KIP Briefing Paper No 10, Planning Agreements with Developers
·  the Joseph Rowntree Foundation Findings Using planning agreements to reduce social exclusion,  available at: http://www.jrf.org.uk/knowledge/findings/housing/350.asp

Voluntary agreements 
This approach can be successful but is dependent on ‘good and trusting relations’ between the client (usually a local authority) and the developer, and a clear commitment from both parties.  Due to the confusing web of sub-contractor relationships at a building site level, both developer commitment and local authority tenacity are vital, or voluntary agreements can wither away.  Newcastle City Council have operated in this way to support schemes and have a construction code of practice which can be viewed at: http://www.newcastle.gov.uk/workfindernew.nsf/a/building_newcastle_con_of_prac

How are schemes set up and funded?

Schemes are normally set-up via a local partnership which will usually include:

· the local regeneration agency

· a local governmental body (e.g. local authority), 

· the employment services (e.g. JobCentre Plus), 

· training bodies (e.g. an FE college), 

· housing associations, and 

· ConstructionSkills (CITB).  

The number of organisations involved can often grow as schemes come into operation - as in the Building One Stop Shop (BOSS) example below.  

It is also generally agreed that it is important that the project workers who administer schemes have construction experience.  This allows schemes to deal effectively not only with matching job opportunities to training but also with relations with contractors, particularly small sub-contractors.

So how are schemes funded?  There is an ever-changing range of sources of funding depending on current developments at a local, regional, national and European level.  These will include

· local regeneration programmes, 

· Government funded education, employment and training programmes

·  and, importantly, contributions from developers through either voluntary or Section 106 planning agreements.  Examples of this are detailed in the reminder of this briefing.

Where have schemes been used?

What examples of schemes are there and how effective have they been?  An important investigation of these schemes is provided by the Joseph Rowntree Foundation report on Local labour in construction: tackling social exclusion and skill shortages, available at: http://www.jrf.org.uk/knowledge/findings/housing/n80.asp

This study considered the experience of 25 schemes which were selected to reflect a wide range of approaches and locations.   Reviewing these schemes, the study identified that, in order to achieve good results over a sustained period, a scheme, its project workers and project partners required the following:

· Determination;

· A well-designed approach, appropriate for the local context;

· The establishment of systems that routinely deliver a quality service;

· Good progress-chasing, so that all parties know they have to fulfil their commitments;

· Appropriate monitoring of progress and outcomes;

· Adequate funding and staffing.

In particular it was noted that at the development stage of schemes the following should be considered:

· Who is the scheme trying to help? (young people, unemployed adults, small businesses etc)

· What are the key characteristics of the construction programme? (the scale and duration of the works, and the trades that will be involved)

It was further identified that, whilst running a scheme, the following good practice should be considered:

· Carefully assess the suitability and experience of the people offered to employers;

· Check the on-site performance of recruits;

· Regularly visit sites to maintain relationships with contractors;

· Encourage contractors to fax through job opportunities, ensuring that there is telephone or pager contact with potential workers;

· Aim to fill every vacancy (using other agencies if local people are not available);

· Ensure that the job-matching process offers opportunities for all workers, not just a reliable few;

· Set-up a recruitment office on large sites.

Finally, it was noted that the success of schemes can be judged if targets are set, for example by

· Counting the numbers of local people recruited through the scheme; this is more typical of voluntary schemes (which tend to produce poor monitoring information) and schemes led by Employment Services;

Or 

· Counting the proportion of the total workforce from a target group, either in numbers of people or in 'person-weeks of work'.  This requires more detailed monitoring information, but is a more appropriate measure of local benefits.

The table below identifies a series of benchmarks that the Joseph Rowntree Foundation study found in the 25 schemes studied.

	Scheme approaches and benchmarks

	Approach
	Benchmark

	City-wide scheme
	Fifty per cent of workers on major sites live in the city

	Neighbourhood scheme
	Twenty per cent of workers on local sites live in the neighbourhood

	Job-placement scheme
	Seven hundred and fifty jobs per placement officer per year

	52 week adult training schemes
	Three trainees on site per £1m in contract value

Sixty-five per cent get ongoing employment

	Housing maintenance work
	One apprentice per trade in each four-year period

	Joseph Rowntree Foundation Findings: Local labour in construction: tackling social exclusion and skill shortages


The following are two examples of current schemes in operation in areas that were undergoing regeneration.

TAKING THE VOLUNTARY ROUTE

Central Manchester and Manchester Children’s

University Hospitals NHS Trust

The Trust wanted to build a new hospital in a deprived area of Manchester.  They chose to do this through the private finance initiative.  Using the procurement process, they encouraged potential developers to detail how they would assist the local community.  Final developers signed up to employ local labour wherever possible through a job shop which was set up in conjunction with JobCentre Plus.  

Crucially the Trust targeted community groups, allowing access to local people.  Then through the job shop they assisted with raising awareness, identifying opportunities for people and getting applications completed.  Overall the Trust employed a wide view of regeneration rather than just concentrating on employment.  This included promoting the area as somewhere to come and live and then work.  They also employed a partnership approach which allowed them to work with as many organisations and people as possible.  Importantly they did not follow a target-based approach, instead concentrating on making work more accessible.  This was achieved through basing the job shop in the local community and by providing intermediate labour market schemes which allowed local people a step-up into jobs.

USING SECTION 106

Building One Stop Shop (BOSS)

This scheme began in 1999 when Wembley stadium was due to be re-developed in an area of high unemployment.  It is founded on a partnership involving Brent Council (they employ all project staff), the local job centre, the local FE college (which supports a construction Centre of Vocational Excellence), ConstructionSkills (CITB) and housing associations.  It has been funded through a number of sources including SRB funding, core council and FE college funding, and the European Social Fund (for outreach workers and an on-site assessment project).

The scheme has been successful through combining a ‘stick and carrot’ approach. 

Initially it used a Section 106 agreement which was passed on as a clause to sub-contractors. This brought the main developers to the table and ensured an initial introduction to all future smaller sub-contractors.  The challenge was then to build a sustained working relationship with these employers.  This was done through;

· Establishing credibility with construction employers – This was achieved by using employment officers familiar with the construction industry who had worked on sites;

· Giving the scheme an employer focus – There are two main parts to this (1) Making sure all projects initiated by the scheme met employer needs.  (2) Attracting sub-contractors, on a regular basis, to the scheme offices.  This was done by offering free training to small sub-contractors e.g. training for CORGI accreditation and CSCS training.  This allowed the overall scheme to build an employer base with employers coming in and out of the scheme offices on a daily basis.  It also meant that local people met employers and employers met local people.

This employer focused approach meant that the scheme did not become an employment agency and in target terms has meant approximately 230 sustainable jobs a year (all previously unemployed).  Around ten per cent of those employed are women.  Those employed include ex-offenders and former drug misusers 

What’s happening in the North East?

It is useful to set the scene with a few facts about the regional construction sector.  The recent ConstructionSkills (the Sector Skills Council for construction) Blueprint for UK Construction Skills 2006-2010 estimates that:

· The North East in 2006 had 88,230 people working in Construction;

· There will be a 6% growth in employment between 2006 and 2010 (more than 5,000 jobs);

· Approximately 97% of construction companies in the region have less than 50 people working for them.

· However, 40% of people work in larger companies employing over 50 staff.

The North East therefore has a large number of small to medium size companies but the large companies still play a significant role in direct employment.  In fact, another recent report for ConstructionSkills (IFF Research 2005 Workforce Mobility and Skills in the UK Construction Sector) found that the North East has:

· The highest number (74%) of workers in the UK directly employed by a company;

· The lowest number (16%) of self-employed;

· With the remaining 10% of workers employed by agencies.

This report also identified that the North East sector is one of the most insular in the UK:

· 91% of workers are originally from the region – one of the highest proportions in the UK;

· 95% of people working in the sector are permanently resident here – also one of the highest UK proportions;

· 95% of workers had lived in the UK all their lives – again one of the highest UK proportions.

Not surprisingly, there are also relatively few inward migrants to the North East construction sector.  Those that have recently arrived have mainly come from the new European accession countries, particularly Poland.  They appear significant only because of the very low number of non-North East residents already working in the sector.  This mirrors the situation in all other industries in the region.

What are the main characteristics of this workforce?

· It is male dominated (89% of workers are men);

· It has a higher (16%) proportion of 16-24 year olds than there are nationally (12%).

The Learning and Skills Council have further identified that the workforce is ageing.  This is significant as construction work can take its toll and force early retirement.  However, the type of work being undertaken is changing as new technologies are introduced.  Overall, this means there is a need to upskill the sector, as new processes and materials are introduced alongside new technologies.  

What is the current level of skill?

· On the plus side 54% of current workers are qualified to NVQ level 3 (or equivalent) and above;

· But the region has a high proportion of general construction operatives well below this level.  The need is for a ‘skills for life’ approach and an increase in the proportion of those qualified to Level 2.

As an example of this problem with low skills, a recent 2004 employer survey for ConstructionSkills found that 91% of employers said they had problems with recruiting skilled labour.  The recent National Employer Skills Survey (2003) for ConstructionSkills also reported that 937 firms (14%) had skill shortages and 24% of firms had internal skill gaps.  Finally, ConstructionSkills predict that there will be increasing demand for skills cards.  This takes us back to the BOSS example above where this demand was used to bring employers to the project scheme offices to undertake training.

The evidence suggests, however, that there is adequate training provision available in the region.  The National Employer Skills Survey (2003) noted that fewer employers (12%) in this region (compared to 21% nationally) felt that there was a lack of suitable training courses in particular areas, such as bricklaying and carpentry.  Employers also felt that there was not a general lack of suitable construction courses in the region (only 9% of companies felt there were a general lack of courses compared to 19% in England).  Training in the region is delivered through numerous training providers and individual projects and the region now has three construction Centres of Vocational Excellence (CoVE):

· Northumberland College CoVE for construction crafts;

· Newcastle College/New College Durham CoVE for professional services;

· Sunderland College/Hartlepool College CoVE for building services.

These send representatives to a regional CoVE network to identify provision needs in the sector.

The North East therefore has 

· a construction sector that is going to grow in the future, 

· an ageing workforce that will have to be replaced and

· a need for higher skilled workers rather than labourers.  

· a number of training opportunities before regeneration development starts in the West End.

Particular examples are described below of regional and city-wide strategic approaches to training for unemployed residents.  

REGIONAL APPROACHES TO EMPLOYMENT & TRAINING

National Employment Panel (NEP)

The National Employment Panel is composed of top business executives along with public sector and community leaders.  It provides independent advice on welfare reform and labour market issues to Ministers in the Treasury, the Department for Work and Pensions, and the Department for Education and Skills.  It is a non-departmental advisory body.  Originally established as the New Deal Task Force in 1997, the name was changed and remit expanded significantly in 2001.

The North East NEP coalition is the only regional coalition. It was chosen 18 months ago to run a regeneration construction pilot.  This entails working with strategic partners (e.g. mainly Tees Valley and Tyne and Wear local authorities, employers, Jobcentre Plus, LSC, sector skills councils, RDA, and ConstructionSkills).  The aim of the pilot is to develop a model for regeneration programme employment opportunities for local people who are on benefits.

Overall this sub-regional pilot has three main strands:

(1) To tackle worklessness through identifying a number of funding schemes, such as mainstream, LSC, JobCentre Plus, authority single programme schemes, NRF, New Deal for Communities,

(2) This will be done through the policy initiative New Approaches to Public Procurement (NAPP) [see box below], which encourages councils to insert employment clauses into contracts.  In brief this means that when contractors get contracts they will agree to take on, for example, approximately 10% of targeted recruitment.   As a key part of this, a manpower forecasting model has been developed for Tyne and Wear, which can identify the skill sets needed when developments begin to be discussed;

(3) This manpower forecasting model then allows accurate planning of section 106 agreements, which should involve community consultation.

The final target is to get around 500 people a year into training and then into construction employment.

REGIONAL APPROACHES TO EMPLOYMENT & TRAINING

New Approaches to Public Procurement (NAPP)

NAPP is a project that seeks to develop a policy framework that will allow the region to maximise training and employment for disadvantaged residents.  The approach has three main aims:

1. To co-ordinate a series of workshops for legal, planning, finance and procurement departments to ‘explain the case’ of NAPP

2. To develop a ‘tool kit’, which comprises documentation (a range of model clauses), to assist procurement bodies in introducing the correct ‘employment clauses’ into contracts.  This occurs at an early stage when a ‘project idea is first thought of’ (any context: PFI, traditional type contracts, or development agreements or planning).  ‘Employment clauses’ are then formally cascaded through the contracting mechanism

3. Finally, a key part of the NAPP project is to give support to local authorities so that they embed the ‘range of model clauses’ and practices into corporate culture and policy at a Tyne and Wear sub-regional level.

All NAPP contracts will contain measurable targets because this is a formal approach.  This mean that, at the tender stage, all those tendering understand what will be required of them and price accordingly.  The manpower forecasting model (above) sits alongside the formal contractual documentation, forecasting the occupational level and length (in weeks) of training and employment.  The process also allows for community and governmental scrutiny.

As noted above the term ‘local labour’ can be legally challenged so in practice what happens is that a ‘recruitment source’ is named in contracts.  For example a specific location in the West End of Newcastle will be identified.  If this is done all potential contractors then have equal access to this ‘recruitment source’ location.

What is Newcastle City Council doing?

Newcastle City Council supports schemes to involve local residents in construction training and employment.  The City Council has an Employment Initiatives Training team which is financed through a number of funding streams.  For example, Bridging NewcastleGateshead funds project workers who promote the construction industry to local communities.  

The Council has also recently made a firm commitment in this area by employing a Building Newcastle Officer, whose central aim is to make sure all city residents are afforded the employment opportunities that are available.  His role is wide-ranging, including

1. co-ordinating all employment and training opportunities for unemployed Newcastle residents on appropriate council-based construction projects;

2. co-ordinating the local community workfinders who, amongst other things, support these projects

3. at a strategic level, being a member of the NEP project team (see above);

4. assisting, supporting and co-ordinating all Tyne and Wear local authorities in this area of work.

The Building Newcastle Officer is central to any schemes that are undertaken through Newcastle City Council.  His initial aim is to identify the best way to introduce a scheme into a particular development using one of the three main routes -  NAPP, Section 106 planning agreements, and the ‘voluntary’ route (in Newcastle this goes under the name of Best Endeavours and can be found in the Construction Code of Practice http://www.newcastle.gov.uk/workfindernew.nsf/a/building_newcastle_con_of_prac).

As part of this process, a development plan is organised with a number of people feeding into the process.  The draft development plan will then identify the routes for a scheme and, once this passes through the City Council system, a finalised tender document stipulates that the Employment Initiatives Training team should be contacted by contractors when a tender is awarded.

There are a number of local schemes.  A current example is the Newcastle Great Park development, outlined below.  An earlier example is the Building Tyne and Wear project, which was the forerunner to the NEP regional project above.  This introduced around 800 people into construction training and around 200 then went into employment.

The Building Newcastle Officer and Employment Initiatives Training team have also been involved in projects to recruit members of the Black and Minority Ethnic communities into construction.  A project worker has been specifically employed to engage with these communities.  The project GO-FOR-IT! has also given support and training to young people from a BMEC background, enabling them to pursue a non-traditional career in construction.  Funding for this project has been initially provided for three years.

LOCAL SCHEMES

Newcastle Great Park

An ongoing example of a local scheme is that for the Newcastle Great Park development – a major new residential development on the north west edge of the city, adjacent to the A1.  

Several routes have been used to try to ensure that local residents benefit from the employment and training opportunities created.  A combination of a Section 106 agreement and a Best Endeavours voluntary agreement are in place.  They require that a number of apprentices from the Newcastle area must be taken on over a ten-year period and approximately £25,000 a year will be paid by the developer for construction training.
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Knowledge Inclusion Project
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The Knowledge Inclusion Project (KIP) is part of the West End Community Development Consortium – a network of local voluntary organisations which supports community participation in regeneration activities in the west end of Newcastle.  

KIP’s role is to link with local organisations and with residents to do community research and pass on information about changes affecting people’s lives. Its main areas of work are research and consultation on issues of concern to local residents and community groups in the west end, information dissemination, and training and support.  KIP produces a series of briefing papers and information sheets on topics of local relevance, and organises Space for Debate meetings to promote discussion and debate about current changes affecting the area.
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