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Introduction
In February 2010 LSIS invited bids for funding from learning and skills provider organisations within SfE PRD groups to work together on projects to improve and develop enterprise provision in line with the proposals set out in the Skills for Growth White Paper. The LSIS review of the impact of the grants awarded to 43 collaborative groups of providers (March 2011) focused on 5 key questions:
· What does enterprise mean to providers and their learners?
· What does enterprise look like in subject or vocational areas?
· How can groups implement improvements into the delivery of current enterprise activity?
· How are providers responding to the proposals in the Skills for Growth White Paper to ensure Britain has the skills for underwriting the industries of the future? and
· What other issues relating to enterprise in the curriculum are influencing providers’ direction of travel? 

The review identified a number of key findings. These included:

The meaning of enterprise

1. Enterprise in the curriculum is relevant to all subjects – not just Business Studies or even just vocational subjects

2. Staff need to help students identify enterprise skills within their programmes of study

3. Once identified, students need help to see the relevance of enterprise skills for employment or progression into further study

4. Many staff need training to understand the meaning of enterprise and its relevance to their courses

5. Anyone can become an entrepreneur – it is not just about multi-millionaires

6. Identifying and understanding enterprise skills builds confidence for self employment...but

7. Developing enterprise skills or helping students become ‘enterprising’ is not just about ‘entrepreneurship’...it is relevant for all students

Curriculum content

8. Enterprise should be embedded in vocational programmes and not seen as a ‘bolt-on’ nor as a ‘one size fits all’ model

9. The development of a curriculum to develop enterprise skills is often seen to be at odds with what is regarded as ‘core business’

10. Developing practical experience of enterprise within vocational programmes better prepares students for employment and for business development

11. The engagement of senior management is crucial to the success of embedding enterprise in the curriculum

12. Enterprise skills can be built into the curriculum that are not only of value to personal development but have the potential to lead to self employment

13. The development of enterprise within the curriculum is of particular benefit to prison populations in helping harness the positive side of entrepreneurship, in increasing motivation and self esteem and in preparing offenders for opportunities through self employment

Improving delivery

14. New technologies (web sites, VLEs, Apps) provide meaningful tools to engage young people with enterprise but, as such, need to be embedded in course programmes

15. The use of ‘mini enterprises’ or ‘social enterprise’ provide meaningful contexts for learning  but as delivery models to develop enterprise awareness and skills staff need a realistic approach as to what is feasible and achievable

16. Best practice in delivering enterprise in the curriculum can be learned from all subject areas and types of provision across an organisation

Skills for the Future

17. The development of enterprise skills is equally important for those progressing in to HE as it is to those progressing into employment
18. Existing Business agencies or support networks can provide invaluable support for the development of enterprise in, and across, the curriculum
19. Developing enterprise skills can also be a focus for adult learning providers in the community
Other drivers for improving and developing enterprise

20. Strategic approaches to collaboration and partnerships are crucial to improve information, knowledge and understanding about learning opportunities and progression for learners, advisers/employers and providers


A number of more detailed case studies have been developed to illustrate many of these key findings.

The meaning of enterprise

Case Study 1: St Mary’s College and Bolton Sixth Form College       (Sixth Form Colleges)
Context and introduction to the Providers

St Mary’s College was founded by the Marist Fathers in 1925.  It is a Roman Catholic sixth form college located in Blackburn, Lancashire and serves the needs of the East Lancashire community.  
As of September 2010 there were 1544 full time learners aged 16-19, the majority of whom were studying on advanced level programmes.  As of October 2010 the college also had 312 Higher Education Learners in partnership with Liverpool Hope University and the University of Central Lancashire.  In addition the College provides Essential Skills qualifications out in the community for an additional 200 learners.

Census data indicates that Blackburn with Darwen has a lower than average number of people with various levels of qualifications.  58.1% of the population locally have an NVQ L2 or equivalent qualification against a North West average of 63.6% and a National average of 63.8%.  An average of 39.2% of the Blackburn with Darwen population have achieved an NVQ L3 or equivalent qualification against a North West average of 43.7% and 45.3% Nationally.  

Blackburn with Darwen has a high Muslim population with 19.4 % of the local population indicating their religion as Muslim compared with 3.04% for the North West and 3.10% for England as a whole.  Approximately 25% of the current college population are Muslim.  The area has a high proportion of ethnic minority small to medium size enterprises (SMEs) - this goes against national trends where data shows a lower number of SMEs operated by ethnic minority sections of the population.   

As with national trends, there are currently high levels of unemployment in the area.

Bolton Sixth Form College is the largest college of further education in the Metropolitan Borough of Bolton.
Project objectives
The project enabled the two colleges to work in partnership to develop and implement a radical pilot scheme at St Mary’s to embed enterprise skills within the wider curriculum and beyond vocational and business departments, with a view to Bolton College adopting the same model in the subsequent year.

For some time the colleges had recognised that there was a lack of student understanding in terms of the meaning of enterprise and the opportunities offered to those with advanced skills in this area.  It was felt that students often assume these skills are only relevant within business and vocational subjects and are not applicable in others such as arts, sport, sciences, humanities and social sciences.  However, it was felt that many students were already involved in utilising and developing enterprise skills without necessarily recognising these as relevant to enterprise activities.
In addition the colleges recognised that their staff also needed to be reminded and made aware of enterprise skills, techniques and activities.  Whilst these activities may have been prevalent in taught sessions across many curriculum areas, it was apparent that students were not always made aware of how relevant these are to future HE and career aspirations
Project implementation

The pilot involved the following actions. They

· identified curriculum areas that would form part of the pilot;
· asked each identified curriculum area to provide SOW and lesson plans that identify and highlight enterprise activities/learning within the subject area;
· recorded peer observations of identified lessons from curriculum areas with good practice noted for enterprise embedding such as project management, risk taking, organisation, team work, problem solving, creativity etc;
· recorded and identified lesson plans and SOW which highlighted and made reference to subject specific commerce and local enterprise (local examples where appropriate);
· asked each tutorial group to participate in a timetabled session in the Enterprise Centre (this action was delayed because of the late completion of the Enterprise Centre) ;
· asked each tutorial group to participate in an interactive session with the Enterprise Centre Manager to include investigations into local enterprise/commerce as well as discovering local and regional priority sectors and regional and local enterprise opportunities;
· produced subject specific teaching and learning materials which allow individuals the opportunity to recognise enterprise skills which they already possess but have not had the opportunity to acknowledge previously;
· documented and evidenced activities that are utilised to encourage learners to engage in low-level enterprise activities and test trading;
· worked with the Personnel team along with the Enterprise Manager to agree continuous professional development opportunities that allow teaching staff the chance to experience empirical knowledge of commerce /enterprise in their relevant area.  It was expected that this in turn would provide them with the opportunity to embed this in their curriculum delivery;
· produced Enterprise Newsletters for all staff to showcase activities that are utilised to encourage learners to engage in enterprise activities;
· produced posters highlighting students’ engagement with enterprise activities and distributed them around the college to allow sharing of good practice and to encourage students to recognise the skills they are developing and their worth in terms of careers and HE opportunities;  

· produced and distributed work shadowing and work placement staff evaluation forms to staff and returns collated; and
· created timetabled sessions for all students with each subject teacher where they review that subject’s curriculum content and use this to focus on future career aspirations and HE progression routes.  This reflection allows students to relate classroom activities to real commerce and enterprise opportunities locally and nationally. 

Project outcomes and outputs

· Curriculum areas were identified including subjects that would not have traditionally been associated with enterprise. Performance Studies A2 Schemes of work. Materials which highlight enterprise activities from the identified curriculum areas have been gathered and collated.

· Peer observations have taken place and the good practice recorded and shared within curriculum areas.

· Pilot tutorial groups have planned their individual enterprise activities including an end of year celebration.

· The College’s new Enterprise Centre had a revised completion date of May 2011.  Once completed each tutorial group will be timetabled to have sessions in the centre with the Enterprise Manager in order to participate in an interactive session to include investigations into local enterprise/commerce as well as discovering local and regional priority sectors and regional and local enterprise opportunities.  

· Enterprise Newsletters have been produced for all staff to showcase activities that are utilised to encourage learners to engage in enterprise activities.Dec 2010 Newsletter, February Newsletter, March Newsletter
· Posters highlighting students’ engagement with enterprise activities have been produced and distributed around the college to allow sharing of good practice and to encourage students to recognise the skills they are developing and their worth in terms of careers and HE opportunities. Lets Talk Business Poster
· Work shadowing and work placement staff evaluation forms have been produced and distributed to staff and returns have been collated.

· All students now have timetabled sessions with each subject teacher where they review that subject’s curriculum content and use this to focus on future career aspirations and HE progression routes.  This reflection allows students to relate classroom activities to real commerce and enterprise opportunities locally and nationally. Student Enterprise Log Regular and productive meetings have taken place with the pilot representative from Bolton Sixth Form College (BSFC) in order to share good practice.  

What has been the impact?

For the learner:

Short Term: - learners:
· recognise the relevance and importance of the skills they are developing in terms of their future career developments;
· have enhanced their social enterprise skills which has developed them as a “whole person” as well as giving them valuable and specific skills; 

· appreciate local job opportunities that exist within the region; and learners
· have developed and enhanced their individual entrepreneurial skills and recognised their strengths. 
Longer Term: - learners
· will be more aware of commerce in terms of local priority sectors and will be more inclined to study/live in the region once they have graduated from university;
· will be more inclined to consider self employment having gained an appreciation of the skills required;
· learners will enable a growth in SMEs in the North West thus contributing to the regeneration of the area;  and learners 

· value the opportunity to see their skills development beyond end of year exams and thus strive for high achievements as a result of where it might take them in the future.
For Stakeholders:

· employers will have the opportunity to gain employees and graduates who have an understanding of business and commerce rather than just pure academic knowledge; 

· regional employers will have an increased pool of potential candidates as a result of the reduction in graduate migration;
· the college will offer partner schools the opportunity to bring groups of students to the college in order to participate in enterprise activities/games/guest speakers etc. thus helping to broadening the embedding of enterprise beyond just 16-19 education;
· partner schools will have opportunities to utilise the College’s Enterprise Centre and have suitably qualified and inspirational teachers to assist in their enterprise teaching, learning and development;
· a focus on regional sector shortages as well as recent fee increases may lead to students choosing to progress to HE study in the North West; and 
· Liverpool Hope University have already agreed to teach a BA Honours Information Management and Enterprise degree at the college from September 2011.

For the provider:

Short Term:

· the pilot programme has successfully raised the profile of enterprise and commerce within the college;
· staff are now more familiar with what enterprise means and what activities can be related to the promotion of enterprise amongst the college’s students population; 

· staff are reflecting more on their external training and experiences and how they impact on their teaching and students learning; 
· staff are now actively sharing good practice and promoting student success stories (something the college as a whole had been more reserved about in the past); and
· staff are more receptive to development and work shadowing opportunities and reflect on the impact it has on teaching and ultimately learners.

Longer Term:
· the college will become synonymous with enterprise and the development of individuals not only academically but entrepreneurially;   

· the college campus will be utilised by local high schools as a centre to educate their pupils in enterprise skills;
· past student ambassadors will return to college and will be utilised to promote how enterprise embedding impacted on the decisions and choices they made, in order to inspire a new generation of entrepreneurs; and

· enterprise embedding will become a more instinctive part of subject planning and development.

Key factors for success 
· Once staff were made aware of activities that  relate to enterprise they were quick to engage with the pilot and as was predicted at the conception stage, there are many examples of good practice that were not being recognised or promoted effectively either to staff or students.  Likewise there was a lack of appreciation for how these activities related to future career and HE decisions.

· The collaboration with Bolton Sixth Form College was very successful with regular meetings being held.   There has been much sharing of good practice between the institutions and it was interesting to find that both organisations were approaching the situation from a very similar direction.

· The pilot allowed the Colleges to reflect on teaching and learning and to reassess the emphasis beyond qualifications and more on the benefits for the whole person in their career and their HE aspirations.

Key barriers to progress

Difficulties were experienced initially with staff not recognising what enterprise activities were and rejecting the idea that it could be relevant to their curriculum areas. This was overcome using a combination of methods.  The Enterprise Manager presented a paper to the Head of Faculties team and requested that this be discussed and disseminated at Heads of Department level in order to clarify what enterprise activities actually mean.  Enterprise Manager Report
Whilst examples of good practice were abundant, it was evident that this was not shared and it was recognised that in doing so more of the college community would be inspired to be involved.  In order to share good practice and to allow all the college to be involved the Enterprise Newsletter was created.  This publication was distributed monthly and allowed a platform for good practice as well as student successes to be effectively shared within the college.  Furthermore the emphasis was on staff contributing and sharing their own good practice and encouraging them to thus contribute to future newsletters.
Next steps

With the opening of the Enterprise Centre in May 2011 more of the original objectives will be met and it is likely that the impact will be even greater. Following the success of the pilot the process will now be followed at Bolton Sixth Form College in 2011-12.
Contact: Chris Cox c.cox@stmarysblackburn.ac.uk 

Case Study 2: Brake Farm Community Resource Centre (Plymouth)
(IAG Adults in Skills for Life Provision)
Context and introduction to the Providers
Brake Farm Ltd Community Resource Centre exists to improve the wellbeing of individuals in the locality through providing opportunities for learning, support, advice and socialising, and improving their employment and economic prospects. 

Brake Farm Community Resource Centre looked at the meaning of enterprise within a research project to help explore best practice in IAG provision in their Skills for Life programme. Although ‘Enterprise Education’ is part of the Statutory Careers IAG Framework, it is not built within current IAG provision for adults. They investigated whether this presented opportunities to develop customers’ enterprise skills and encourage a positive mindset which recognises the development of these skills as improving life chances in learning and work. 
The project arose from a concern that advice work and goal setting in their Skills for Life practice was lacking in creating powerful enough cathartic or ‘light bulb’ moments for learners long term goal setting. They saw enterprise as offering an opportunity to inject provocative and reflective elements into their work.

Similar debates about the underpinning values of advice work are apparent in a range of studies. MORI found 87% (Guidance Council in England) identified IAG as useful in making informed decisions about careers and learning.  Brown (City and Guilds Centre for Career Development), emphasises that clients need to develop self-awareness of their skills and attributes and that such reflective assessment is especially critical for clients from disadvantaged backgrounds who may have low self esteem and low expectations.  

The more they looked into this, the more fruitful it seemed.  It also appeared to have a good fit with their existing engagement strategy.  This was based on two theories:

The first is Prochaska’s stages of change.  He proposes that there are five stages which an individual goes through during the behaviour change process, and that different strategies are needed to move people between different stages.  The five stages are:


(  precontemplation:  no intention of change/action;


(  contemplation:  no commitment, considering action;


(  preparation:  committed to take action in next month/taken failed action;


(  action:  taken action, only short-term (i.e. for less than 6 months);


(  maintenance:  taken action, long-term (i.e. for more than 6 months).

There is also, in reality, a sixth stage - relapse.  Individuals typically move backwards and forwards between these stages as the ‘internal’ struggle between behaviours and influences continues.

The second is the social ecology model promoted by Stokils.  He recommends that, rather than just using behaviour change strategies, interventions must also be environmentally and sociologically focused.  For the Centre that means the need to create and maintain a culture that supports the ‘planting of seeds’ and reinforcing the values and ideas that increase the likelihood of learners having positive and successful experiences.

Some of the emerging findings from research into ‘developing enterprise in the curriculum’ suggested, therefore, that best practice within the context of IAG provision might include:
· group activity to encourage the development of ‘soft’ / ‘process’ enterprise skills;
· the identification of learning goals / targets (as opposed to performance goals/targets) to encourage development of positive mindsets;
· the use of a PowerPoint IT Presentation from Cornwall College and a presentation to IAG workers (as CPD activity) and learners (within context of group activity) to raise awareness of 2 mindset models and encourage development of positive mindsets; and
· using ‘enterprise’ to frame / set problems contexts within learning.

Project objectives
Within the project, therefore, they sought to:

· explore the meanings learners currently attached to ‘enterprise’ within the context of learning and work;

· understand barriers to feeling enterprising;
· see how ‘enterprise’ might  currently be developed through their IAG provision – identify best practice and weak areas;
· explore how they might use some of the emerging findings from research into ‘developing enterprise in the curriculum’ to embed enterprise into existing IAG provision in their own organisation; and
· coach their tutors to facilitate the learning of enterprise skills.
Project implementation

The process for the research is set out below. The participants:

· 5 parallel cohorts of new numeracy learners;

· 45 learners;

· 5 groups;

· all studying numeracy
·  45% Level 1 and 55% level 2;

· 67% female;

· 85% unemployed;

· prior attainment: 18 with no qualification, 5 with level 1, 8 with level 2 and 14 level 2 or above;

· median age of 47.
Working with the 5 cohorts:

· they explicitly created an enterprising tone for the learning;

· the first session revolved around a presentation and group work along the theme of fixed and growth mind sets;

· this enabled each learner to understand their pre-intervention disposition across the mind sets;

· the first and second sessions included discussion of: 

· their personal most enterprising achievement (see Table 1); and
· what attributes learners felt they needed to draw on as ‘entrepreneurs’ (see Table 2);

	Table 1: My enterprise attributes 

	How I felt as a person
	How I worked with others
	The skills I needed
	The drivers that lead me

	Optimistic

	Respect
	Creativity
	Dreams

	Punctual

	Accept Criticism
	Aptitude
	Good Imagination

	Do Best
	Seeing Other Points Of View
	Memory
	Goal Driven



	Attitude To Customers
	Sense Of Humour
	Education
	Having Good Ideas

	Overcome Shyness
	Listening
	Business Like
	Ambition

	Be Positive

	Give And Take
	Decision Making
	Enthusiasm

	Confidence

	Giving Support
	Being Resourceful
	Hardworking

	Overcome Fear

	Having Encouragement
	Responsibility
	Work Ethic

	Honesty

	Communication
	Commerce Minded
	Ambition

	Risk-taking

	Cooperation
	Determination
	Aims/Goals


	Table 2: Examples of ‘me as an entrepreneur’

	“I gained a degree as a mature student.  It was the first in my family.”

	“I left Norway to relocate to UK and learnt a new language and culture.”

	“As a middle aged Black woman with no qualification, I have finally starting to learn.”

	“I composed my own original music and watched it being played in a concert.”

	“I became a qualified master mariner.”

	“I successfully ran my own business for 25yrs.”

	“I passed my driving test.”

	“I walked all the coastal paths in UK, some as long as 250 miles.”

	“I paid off my house mortgage.”

	“I finally learned to read as an adult.”

	“Having my children.”

	“Being a good Mum.”

	“Helping [caring for] others.”

	“Learning my qualifications in Spanish.”

	“Getting my first job.”

	“Passing my 11 plus.”

	“Being accepted into Dartmouth Naval College.”

	“Having a successful marriage.”


· the notions of fixed and growth mindsets were embedded in sessions. For example problem solving numeracy questions would be couched using the symbols of a ‘box’ (person with a fixed mindset) or ‘plant-pot (for growth mindset)

The intervention lasted for 6 weeks. 
On the 6th session an evaluation took place that measured perceptions of:
· changes in confidence level;
· satisfaction with learning environment; and
· changes in mind set.

What has been the impact?

On the learners
Although there were variations within and across groups, it was evident that the intervention made significant impact.  It resulted in a widespread and significant increase in confidence levels amounting to a 1/3 increase across all groups as shown in Table 3 below. 
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There was also a similar degree of shifts in disposition towards a growth mindset (see table 4).  This was viewed within the research as being a necessary discursor for increasing enterprising attitudes and behaviour.
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The College conducted pre and post intervention measurements.  These displayed clear patterns of impact of the intervention 
· The five learner cohorts all demonstrated significant post intervention increase in confidence levels

· The five learner cohorts all demonstrated significant increased post intervention disposition towards the growth mind set.

· The growth mindset was held within this research as having a casual or influencing affect on stimulating enterprise with learners

· When asked the question “Would you recommend that this pilot should be made part of our normal skills for life delivery”, 8 learners agreed and 37 strongly agreed.

The impact was seen to be unambiguous. It was popular with staff and learners, it supports retention and success levels, it goes to the heart of what skills for life is about, and it is resource ‘lite’ and achievable.

Key factors for success

The focus on the learning environment and stages of change proved very conducive to the task.  The Centre believes that enterprise lends itself to the liberation of mind set when contextualised as they did.
Key barriers to progress

The most problematic aspect of the intervention was the resistance of learners to relate their own identities to enterprise.  It was very common for learners to see ‘entrepreneurs’ as being something outside of their experience.  This reluctance seemed to stem from enterprise having exclusive connotations towards big commerce and icons such as Richard Branson.  This was addressed through reflective exercises to help learners indentify that they have all been entrepreneurs of one kind or another.  The exercises helped to draw this out and to help learners accept and recognise they already had demonstrated a range of key enterprise attributes.  

Next steps

The Centre is now planning to integrate this model with their future Skills for life delivery.
 Contact: John McColl: John.McColl@brakefarm.org
Curriculum Content
Case Study 3: Riverside Training (Hereford)
(Apprenticeship/Business Start Up learners)
Context and introduction to the Providers
Riverside Training is a private training provider set up in 1997 operating primarily in and around the city of Hereford but extending throughout Herefordshire, Worcestershire and parts of Somerset.It is a consortium member of the Herefordshire, Worcestershire and Shropshire Training Providers Association and contributes to joint bidding applications through government and European sources. 
Riverside is the chair of the Herefordshire & Worcestershire Training Providers Peer Review Group of five Work Based Learning Training Providers which has successfully bid for LSIS funded projects including: DTLLS Mentoring; Equality & Diversity; Employer Mentoring; and Enterprise projects. Riverside provides Business Start Up training through the Chamber of Commerce, Business Link West Mercia since October 2004. For the training year 09/10, from 1st April 2009 to 31st March 2010, targeted outcomes include 75 business starts and 43 12-month survivals.
Within the PRD Group, there were occupational areas including Hairdressing, Mechanics, and Outdoor Recreation where Apprentices may consider self-employment. 
Riverside Training also offers Business Start Up for learners in Craft studies interested in being self-employed. As a delivered course, it is designed for people who are starting off their own business. For apprentices, there is an identified need for a self-assessment health check to find out more about self-employment before making final decisions. Additionally, based upon the feedback from Business Start Up courses, some individuals would have welcomed some introductory research to decide if the course was for them.
Project objectives
Riverside Training sought to provide a learning package through a VLE for all learners to investigate the skills, resources and finances involved in self-employment. By conducting the activities, the learner would be able to judge whether they had fully considered their options before deciding to leave their current situation. 
In developing the VLE, therefore, it was important that:
· the information had to be simple and easy to follow;

· it would need to include a self diagnostic to see if the learner had the skills and behaviours for self employment;

· it should encourage the learner to reflect on their readiness for self-employment; and
· it should signpost the learner onto further research/ information sources.

It was agreed that any design needed to be:

· easy to access for casual enquiries;
· stimulating to create interest; and
· easy to navigate for individuals not used to IT.
Project implementation

A working group helped to design the content for the VLE. In the end two members of staff contributed to the content writing into two sections:

1. Is it for me?; and

2. Where can I find out more?

The group met with specialist IT providers and after rejecting Moodle as a vehicle for the resource they went for a navigable Xerte Object which could be embedded into a website with ease and accessibility. The Xerte was seen to be portable enough to be included in members’ own VLEs. They also wanted to make the resource interactive so that the learner could reflect on their own skills. It was finally agreed to host the finished product on the lead provider’s website so that the view rate for the webpage would be monitored. 
Project outcomes and outputs

Three components of the web content are provided below (Is Self Employment for me; Frequently Asked Questions; and useful web sites) 

Is self employment for me?

Before becoming self-employed you should consider fully your reasons for wanting to be self-employed and the implications of your decision.  The following is intended to start and perhaps guide your thought processes.

1. Self employment – why?

2. The ups and downs of running your own business

3. Personal qualities 

4. Business skills 

5. Family life.

6. Long term vision
Self-employment – why?
What is the purpose of your business and where is it going?

1. Why are you considering this as a career choice?

2. Do you know exactly what you are going to do? 

3. To what extent will your business rely on your strongest and / or weakest skills? 

4. Will it provide the necessary or required level of income? 

5. Will this business get you to where you want to be in say 3 or 5 years time?

The ups and downs of running your own business
Starting your own business can appear to be like a roller coaster ride, quite exciting in parts, scary in others but however you view it there will be ups and downs which start to level out in time.

Some of the ups of self-employment

1. You reap the rewards of your own efforts and perhaps earn more in the long term. 

2. Control over who you work with, when you work and what you do – it’s your business you do what you want.

3. Greater job satisfaction.

4. Improved work –v- life balance in the long term

5. The level of bureaucracy that you or your customers want / need. 

And some of the downs of self-employment

1. Potentially a greater degree of stress and frustration caused perhaps by delays outside of your control.

2. Potentially a lower income in the short term – no holiday pay.

3. No one to manage and motivate you – this may be seen as an advantage – however some people feel isolated. 

4. Perhaps longer hours - however you can control them. 

5. Responsibility for your own tax affairs, however accountants exist to help with this aspect.
Personal qualities
It is necessary to analyse your strengths and weaknesses, or if you are brave enough ask your spouse or partner or good friend to do the same and then to compare the results.

Included in the list of success factors for stating a business are the following which should all be considered as strengths:

1. Determination and persistence. 

2. Enthusiasm, drive and focus

3. A willingness to listen, learn and work hard – no one knows it all and nothing worthwhile was ever created without effort.  

4. Common sense, a sense of realism and stamina. 

Business skills 

It is possible to learn a lot about how your business might operate from your competitors.  In particular how do they manage their 

1. Sales and marketing. 

2. Financial control – credit control and getting paid as well as spending control.  Cash flow management is the most common reason for business failure. 

3. Time – the ability to prioritise on the important issues. 

If these skills are not part of your strengths then you should consider how you might otherwise manage these functions by either:
1. Acquiring the skills you need by attending a training course

2. Using outside sources on a sub contract basis

3. Employing someone to carry out the tasks

Effects on family life
A change in lifestyle usually accompanies becoming self employed and the support of your family for this change assists greatly in achieving success.  In order to gain this support you should:

1. Ensure that family and friends are aware of how your life will change, and how they may be affected and that you are starting a business – mates rates will be expected but need not apply. 

2. Prepare those who depend on you for the possibility that your income could fall initially, and that long term it may be less predictable or regular. 

3. Be aware that there could be increased financial and emotional strain for both you and members of your family.

4. Make them aware that your time away from the business might well be limited particularly in the short term.

Longer term
Your plan for this business venture may be short term however most businesses are started with the intention of being a permanent way of life and therefore a long term vision needs to be established.

Hence a business plan covering not only the immediate objectives but establishing where you intend this business to go and how you intend to get it there. 

1. Initially you should list in some detail where you are today and secondly where you would like to be in say 5 years.

2. Now ask yourself, “How am I going to get there?”
Frequently Asked Questions

1. How do I become self-employed?
There are no formalities required before becoming self-employed. In fact, if you start selling goods or services as business, you may become self-employed without realising it!

You do, however, have to tell HM Revenue and Customs that you have become self-employed as soon as possible – unless you do so within 3 months of starting you will get a fine. You can register online, by post or on the telephone. Go to: http://www.hmrc.gov.uk/selfemployed/register-selfemp.htm.

2. Self-employed, businessman/woman, entreprenueur - what does that mean?
An entrepreneur is someone who undertakes something and is usually used in the context of someone undertaking a business venture. Anyone starting a new business is an entrepreneur. A businessman/woman is just someone who runs a business. This might be as a self-employed individual, together with others as partnership, or as an employee of a limited company. If you start your own business you could be a self-employed entrepreneur and a businessman/woman all at the same time!

3. What is the difference between a business and company?

A business is any individual or organisation providing goods or services, usually for a profit (although occasionally it can be a not-for-profit “social enterprise” working for community or charitable purposes).     

A business can be run by:

· One self-employed person (a sole trader);
·  A number of self-employed individuals working together and sharing in the decision-making, risks and responsibilities (and usually the profits) of the business (a partnership)

 A limited company.  A company is owned by the shareholders and managed by the directors (who may or may not be employees of the company) but it has a separate existence (it continues until it is dissolved, even though the shareholders and directors may change). The profits made by the business and any liabilities belong to the limited company. The company will be taxed on any profits (corporation tax).    Profits may be paid out to the shareholders (as dividends on their shares). 
4. How do I form a company?
A company does not exist until it as been created. Forming a company is very easy, however. You will need to decide on the name of the company, the number of shares it will have (usually a round number like 100 or 1000) and the nominal value of the shares (usually £1) and who the initial shareholder(s) and director(s) will be (there need only be one).  It will need a registered office address, but that need not be where the business is carried on.  

The name of the company has to be unique and one that wouldn’t be confused with the name of an existing company. You can search the register of existing companies to see whether the name you want has already been used on the Companies House web check service:  http://wck2.companieshouse.gov.uk/63c96a77dc72c534d0934d1f66239081/wcframe?name=accessCompanyInfo.

A number of formal documents have to be submitted to Companies House.   For further information on these and links to the Companies House website see http://www.businesslink.gov.uk/bdotg/action/layer?topicId=1073865436.

You can get a solicitor or an accountant to register the company for you, or there are a large number of on-line registration services; some of these will do it very cheaply, but watch out for hidden charges e.g. for print-outs of the documents.

5. How do we form a partnership?
A partnership is a group of self-employed individuals and does not have a separate legal existence from the partners themselves. Each of the partners must register with HM Revenue & Customs as self-employed. There are no other legal requirements to creating a partnership, although obviously it makes sense for the partners to draw up a proper partnership agreement between themselves; ideally with the assistance of an accountant or a solicitor. If one or more individuals start trading together in such a way that people would assume they are a partnership, they may be treated as a partnership even if that was not what they intended!

There must obviously be at least 2 partners and there is no limit to the number of partners there can be, although (with the exception of firms of professionals such as accountants, solicitors, doctors or surveyors) it would be very unusual to have more than 3 or 4.

6. What about the business name?

A limited company has to have a unique name and one that would not be confused with an existing company name. e.g. Hands Ltd could be confused with H and S Ltd or H&S Ltd. The staff at Companies House will also check that the name is not offensive. There are some words (such as “Royal” or “Bank”) which cannot be used without special permission.

A limited company, individual or a partnership can, of course, adopt a trading name which is different from its own name. If, however, Joe Bloggs decides to trade under another name (e.g. “Joe’s Jumpers”) he will have to make it clear on his formal business stationery that the business is owned by him (e.g. by putting “Prop. J Bloggs” at the bottom). The same applies to a partnership (put the names of the partners) and a limited company (which has to identify the name of the company, the registered number, the address of the registered office and the place of registration – e.g. “England and Wales”).   

Before deciding on the name, it is important to see who else may be using that name.  Check local directories and the internet. You may well want to have your own website at some stage, so it may be worthwhile checking that the relevant domain name (e.g. “joesjumpers.co.uk” is available). If not, who has it? Is there a risk of confusion?    What about the .com?   It may also be worthwhile seeing if that is being used as well.

For further details on business names see

http://www.businesslink.gov.uk/bdotg/action/layer?topicId=1073859929
7. What about being a sub-contractor?

As a sub-contractor you have your own business. This could be as a sole trader, a partnership or as a limited company. You will be responsible for your own tax and national insurance, although note that there are special rules for sub-contractors in the construction industry (see http://www.hmrc.gov.uk/cis/). There is often a question as to whether people are sub-contractors or whether they are really employees. For information on this see http://www.hmrc.gov.uk/employment-status/index.htm. You can also carry out a check as to your employed or self-employed status online by following the link to the Employment Status Indicator (ESI) tool.

8. Can I be employed and self-employed at the same time?

Yes. One individual can have a number of different jobs, be self-employed in one business as a sole trader and as a partner in another, and be a director of and / or own shares in a number of companies, all at the same time. The total amount of tax they pay will depend on the overall income they have from all of these (and any other) sources.     

9. Can I have 2 businesses?

Yes. See the reply to “Can I be employed and self-employed at the same time?” above. An individual only needs to register as self-employed once, irrespective of how many businesses they have.
10. What records do I need to keep?
You have to keep all the paperwork relating to your business income and expenditure and finances – receipts, bank statements etc. You should start collecting this straight away, as you can set off against your income expenses which you incurred “wholly and exclusively” for the business, even if they were incurred before you started trading (e.g. the cost of writing a business plan).
11. What about Tax (and National Insurance)? 
If you have registered as self-employed you will be sent a self-assessment tax return each April. This is where you declare your income from the business and from any other sources and the amount of tax you have to pay will be assessed on that basis.    Beware that when you are self-employed the tax is not paid as you earn but in a lump-sum, so you will have to ensure that you have the money available to pay the bill when it becomes due. Also, the first payment will be a big one as not only will you have to pay all the tax you owe, but an extra 50% “on account” of the anticipated bill for the following year.    

You will have to pay basic self-employed national insurance contributions and maybe further national insurance contributions based on a % of your profits calculated and paid together with your tax.        

Partnership profits are divided up between the partners in accordance with the terms of the partnership agreement and each partner is then taxed on their share.  (Each partner being self-employed and having to complete their own self-assessment tax return).

Companies pay corporation tax on their profits. Profits can then be distributed among the shareholders, who have to declare this as income, but will get a credit for the tax that has already been paid. Any employees of the company, of course, (including any who are directors and shareholders), will have tax and national insurance deducted from their earnings under the PAYE system.

12. Do I have to charge VAT?

If the turnover of the business is more than a given threshold (£70,000 for 2010/11) within any 12-month period the business has to register for VAT. Below that threshold, it can register voluntarily if it wishes. The business can then re-claim the VAT spent on purchases, but has to add VAT to the amount it charges to customers.

Whether to register or not is a tricky decision for some businesses. Voluntary registration might sound crazy, but if the business’ customers will also be VAT registered it may make sense.  

13. Do I need a business bank account?
There is no law requiring a business to have a bank account and, in theory, it might be possible to operate without one, although even the simplest business usually finds a bank account helpful. Some people manage to run a business through a personal account, although that is probably a breach of the terms of their contract with the bank and the bank could put a stop to it if they found out. It usually makes sense to have a separate account for the business, so it might as well be a proper business account.   Banks usually levy charges on business accounts, but most are charge free for the first year or so. Some have business banking packages which are free, albeit with some restrictions on the level of use. Bank charges can also be kept to a minimum by avoiding expensive transactions such as cheques and paying in cash.   Electronic transactions are usually free.

14. Do I have to have an accountant?
No, you can do your self-assessment tax return yourself. You can even file company accounts and returns yourself if you know what you are doing, but this can get quite complicated and almost all companies use an accountant.

Even if you are capable of keeping your financial records and filling in the forms yourself, however, it may make sense to talk to an accountant to make sure that you are claiming the right expenses and arranging your affairs in the most tax-efficient way.    In any event, talk to an accountant before you start about what they can do for you and how much they would charge.   Most accountants will give you a free initial interview and will often give you a fixed price for the first year’s accounts.  At least you can get some tips on the best way to set things up.
If you are going to do your accounts yourself, it may help to go on one or more of the free courses run by the HM Revenue & Customs Business & Education Support Team on issues such as completing your self-assessment tax return, VAT and employing staff. Details of available courses in your area can be found here: http://www.hmrc.gov.uk/bst/
15. What funding is available?
The current cutbacks in government funding have reduced the number of grants available to support start-up businesses, but there are still some out there if you can find them and if your business is pursuing objectives which attract support.    

There is a useful interactive guide to what funding might be available on the Business-Link website: http://online.businesslink.gov.uk/bdotg/action/bsfSearch?viewPersonalList=false&purposeId=0&page=1
Information as to grants support available in Herefordshire and (other useful business information) can be found on the Herefordshire Council website: http://www.herefordshire.gov.uk/business/business_support/90.asp
16. What about a not-for-profit or social enterprise?
A business can be set up to achieve charitable or social objectives rather than to make money for its owners. It can still make a profit, but the profits are put back into the business or used to further its objectives.

Such a business can be run by an Unincorporated Association, a company (usually a Company Limited by Guarantee (run by trustees or guarantors, rather than being owned by shareholders, or a Community Interest Company (a special sort of company which is regulated to ensure it is operated for community benefit).    

Unless it is a Community Interest Company, it may also register as a charity.

The Business-Link website has information on starting a social enterprise: 

http://www.businesslink.gov.uk/bdotg/action/layer?topicId=1077475650
You might also like to have a look at the Social Enterprise Coalition: http://www.socialenterprise.org.uk
17. Buying an existing business – or a franchise?

A simple way to start in business may be to buy an existing business or a franchise.    Buying an existing business is even dodgier than buying a second-hand car, however, and you want to check it out thoroughly first. 

The valuation of a business may be based on the assets (machinery, stock etc.), on the profitability (e.g. 5x annual profits) or on a combination of these and numerous other factors, such as how hard it would be to just start a similar business from scratch.   Just as accountants are very good at making it look like you have made little profit for tax, they are also good at making it look like the business is making a lot of money when it comes to a sale.   You will need to ensure the books are checked by your own accountant. 

Likewise with franchises- you will need to make sure that you are getting what you are promised.   Although there are many reputable and household-name franchise operations, there are also some which are not all they purport to be.    They should be members of the British Franchise Association: http://www.thebfa.org.

18. Sick pay and other benefits?

Self-employed people are entitled to Working Tax Credit and Child Tax Credit, which can “top up” your income if you are not making much profit.     You can also get Employment and Support Allowance if you are unable to work through illness or disability.

For information on these and other benefits, see http://www.direct.gov.uk/en/MoneyTaxAndBenefits/BenefitsTaxCreditsAndOtherSupport/index.htm
Useful Websites

Companies

http://www.companieshouse.gov.uk/
Tax

http://www.hmrc.gov.uk
Social Enterprises

 http://www.socialenterprise.org.uk
Franchises

http://www.thebfa.org.

Government Regulations, Benefits etc.

http://www.direct.gov.uk
Local issues (including grants)

http://www.herefordshire.gov.uk/business/index.asp
General Business Advice
http://www.businesslink.gov.uk
http://www.smallbusiness.co.uk
http://www.startbusiness.co.uk
http://www.businessballs.com
http://www.start.biz
http://www.mindtools.com
What has been the impact?

The plan had been to use a Moodle to register learners and then use a feedback activity to evaluate the effectiveness. By using a Xerte Object, this was made a lot more difficult. The way in which they monitored success was through the increase in the number of views to the specific web page. They also gathered feedback from those enquiries referred to by Business Start Advisors.
Based upon data from Google Analytics, in the three months prior to the Xerte being placed on the website, the average number of views to the Business Start Up Page was 110 views per month. In the three months during the piloting, this increased by 40 extra views per month. This was due to the signposting from advisors and staff. The effect was that 120 extra views took place as a consequence of referrals. Feedback from referrals demonstrated that it was a useful resource and helped to make the decision as to whether the candidate wished to progress with the course. It was also commented that it was a good preparation for the 3 days course.

For Riverside Training the project has been useful for a bridge from apprenticeships to self employment but they acknowledge that it does not go to the stage of embedding enterprise as a key personal skill throughout the apprenticeship.
The exposure to a Xerte object as a learning tool has also been very useful to Riverside Training and has helped them to write further learning objects for apprenticeship learners. As a concept, the learning tool has helped to debate how best to teach enterprise and although self-employment is important, it is not seen as the whole story about enterprise. The attitudes and values associated to entrepreneurship have a more wide reaching approach to work ethics and values. These values are seen to be the corner stone to their approach to empowering learners and as such define the culture within the training organisation. 
Key factors for success

Informal feedback from delegates who came on the Business Start Up Course highlighted the informative use of the package which had been a good introduction to self employment and helped them prepare for a more formal course on self employment. Feedback given demonstrated that the package was easy to navigate and the right length.
Key barriers to progress

It was felt that the information given at the end with the questions and answers could have been signposted earlier on so that visitors could have accessed it sooner rather than at the end.

An interesting point raised by Riverside Training was that few of the other members of the PRD group became engaged in the project feeling that a project focused on self employment was of less value to them. The lead provider, however, points out how from their point of view there was a recognition that this should be seen as part of the wider agenda to promote and address enterprise and/or entrepreneurship within training programmes.

Next steps

Riverside Training recognise that whilst the tool created is very useful, they now need to ensure that it is part of a curriculum for all learners. It should be a stand-alone package but also part of an end product that can be used as progression for all learners with the concepts and values of enterprise embedded into their learning programmes. It is now a challenge to maintain the resource and ensure that it is current, up to date and used. At the present time they recognise that the resource is not readily apparent from the website so it could have a greater profile from when one goes onto the homepage of the website and look more generically at enterprise as general skills for all learners.

They recognise that it has helped them to understand the importance of enterprise in the curriculum and beyond so that as a skill they can introduce this to all their learners – they acknowledge, however, that enterprise goes further than self employment and that maybe this is something to be further developed.

Contact: Philip Broomhead: Philip@riverside-training.co.uk 
Case Study 4: Bullwood Hall HMP, The Mount HMP and Chelmsford HMP
(Offenders for with English as a second language and or low literacy skills)
Context and introduction to the Providers

The project group consisted of 3 different establishments, each establishment housing different prisoner cohorts:- HMP The Mount-Lifers, Long term adult prisoners, HMP Chelmsford-Young offenders and adult male prisoners on remand and HMP Bullwood Hall- Foreign Nationals.
The context for this group was the challenges faced by low level learners in prisons, recognising the fact that there is a wide range of levels of prisoner, as well as a wide range of languages, that may be a barrier to traditional courses being undertaken. They wanted to review what was available and what was currently being delivered within the prisons in their group, take this information and then develop a toolkit that would both address restorative justice by offering the opportunity for all our offenders to access the information required for them to start their own business regardless of literacy or language ability, whilst at the same time develop an entrepreneurial approach to ideas for business.
Project objectives
The need for this toolkit was identified through a prisoner needs analysis. However, due to the inability of some learners being able to complete an English language level two qualification they needed to find an alternative option for them to improve their skills in the area of business enterprise. Many of the current resources and courses that are available are aimed at learners who have English as their first language or are able to operate at Level 2 and above, therefore restricting the provider’s ability to meet the needs and requirements of those learners who want to be self employed or start their own business but whose English skills are at a lower level. 
This project was, therefore, to develop a toolkit that individual learners could access and use to develop their own ideas, enabling them to contextualise this learning into an idea that would work for them regardless of their future resettlement area or offence.
Project implementation

Each establishment investigated and researched what was available and on offer currently in the way of Business courses and what would be required by banks and other lending organisations when applying for loans to start one’s own business. They also looked into the requirements for the Facilitated Release Scheme (FRS) for Foreign National prisoners.
The group decided that to ensure that the resource/toolkit would be useful to those in custody and on release, an interactive e-toolkit that could also be copied onto a CD with the ability to print off specific sections would meet the needs of all. Within custody at this present time access to the internet is not an option in most establishments so it was decided to use an intranet internally and a CD option for those who wanted to take it with them on release.

Once they understood the requirements of both lending organisations and the FRS system they started to work with learners in the development of an IT based toolkit that would offer easy access to the stages involved in setting up a new business, developing business ideas and being self employed. 

As a condition of the FRS system the men would need to develop a business plan and have some knowledge and evidence of the plan to enable them to access grants on their return home. The development of the toolkit would enable this to be accomplished.

The main project was developed at Bullwood Hall and learners were used to help produce the materials as well as trial them as they were being developed. Stages of development were tried out with a variety of learners to ensure that they could operate and understand the toolkit components. Material was then sent to HMP The Mount where it was also trialled. 

Project outcomes and outputs

The toolkit was produced successfully and allows learners of all abilities and experience to access specific areas of interest or everything that would be required for the development of a business idea. Voice over has also been used to support those who have difficulty in reading instructions in some areas .Enterprise Powerpoint 
The toolkit addresses 5 key areas of the Common Inspection Framework

Under KQ1-The future success of learners should show improvement in the long term as they understand the importance and requirements of future planning and the acquisition of workplace skills.

Under KQ2-The quality of the toolkit will be continuously reviewed with learners to ensure that it is current and up to date therefore giving access to good quality learning materials.

Under KQ3-We will be meeting learner needs by enabling learners to access a toolkit that was not previously available. Therefore also improving equality of opportunity.

Under KQ4-The guidance and support of learners will ensure that those who require access to the toolkit to fulfil future aspirations will be met.

Under KQ5-The effectiveness and use of the toolkit will be monitored to ensure that it continues to meet learner need, continues to be updated and is effective and continues to support the access of learners to ensure equality of opportunity is also being met. This will also ensure that resources are used effectively therefore delivering a value for money service which continues to grow and develop to meet the needs of learners and partners.

What has been the impact?

The impact on learners has been one of improved access and encouragement for the development of future plans and aspirations despite their own levels of literacy. Throughout the trial period it was noticed that even those learners who have or did have successful businesses found sections of the toolkit useful for giving information that they did not already have. Therefore the motivation of learners across all levels has been increased. The use of the toolkit has also improved other skills such as IT skills, learners have become more aware of the need for budgeting within business and also how to carry out market research.

For the individual learner it has helped to equip them with the information that they required, regardless of where they are resettled to in the world, to support future opportunities for them to start their own business and produce a business plan, therefore widening opportunities. The toolkit has been developed to enable different types of access: either paper based, IT based, or using a CD can be used inside or outside of custody.

The impact on the prisons as organisations has been that they are able to meet an area of learner need that they were unable to meet previously as they do not have sufficient funding to deliver all of the courses that are requested by a few learners. This toolkit has been developed for learners to use independently and therefore their needs are being met without the restrictions of funding either now or in the future, therefore the future of the project should be sustainable regardless of the economic climate going forward.

Key factors for success

The collaboration of partners worked better in some areas than in others largely due to the staffing available in some areas. Where partners were able to release staff to contribute, the collaborative worked well. There were periodic meetings to share ideas and to solve problems as well as the opportunity to try areas with different learner cohorts. One really motivated learner wrote one whole section of the toolkit and was able to contribute from a user prospective. 

Key barriers to progress

The aspect that did not work so well was mainly due to the inability to access the internet from within a secure establishment. As a result the toolkit needed to be moved using an external memory stick and when this happened the macros did not always transfer between terminals causing areas of the toolkit to malfunction.

Future progress of the learners, and therefore future impact of those released, will be difficult to monitor after release from custody. However the group will continue to monitor access and requests for the toolkit both whilst in custody and the request for the toolkit on release. 

Next steps

In the future the toolkit will be located on the internal server within the activities building. Prisoners will be able to access as part of their individual learning plan within specific subject areas or independently from the library. In the future they intend to update the toolkit quarterly to ensure that the information is current and to become an essential resource for future prisoners.

The longer term impact is that they hope to encourage more prisoners to start their own businesses and to reduce the temptation to reoffend.

Contact: Diane Koppit diane.koppit@hmps.gsi.gov.uk 
Improving Delivery

Case Study 5: Potential 2000 (Coventry)
(Football Apprentices)
Context and introduction to the Providers
Potential 2000 is a Partner of Affective Performance Ltd. Affective Performance is an independent provider that delivers vocational courses, qualifications, and lifetime learning in all areas including apprenticeships, re-engagement, pre-employment, or personal development.

Affective Performance enables trainers, teachers and coaches to engage the disengaged, employers to source and develop an effective workforce, and professionals to perform at an elite level.

Potential 2000 helps to deliver the Advanced Apprenticeship in Sporting Excellence programme to over 1,000 Apprentice footballers. They recognised that considerable numbers of their students had only minimal knowledge of the importance of understanding the significant short, medium and long term implications involved in taking out a contract. Many of the Apprentices who do not move forward with full time professional careers typically will start their own businesses in coaching or fitness Instructing. Their work indicated that the apprentices’ lack of knowledge in dealing with financial issues then fully came to light. 
The Apprentices were required to complete, as part of their NVQ, a module entitled Identify your financial goal’. As part of the learning for the unit they generally participated in a presentation delivered by a representative from a high street banking organisation. Research into the learning found that the exercise was largely ineffective. Potential 2000 also delivers programmes to young people not in education or employment and it was equally apparent that their knowledge surrounding core financial issues was lacking.
The root cause of the problem appeared to centre on two key areas. Firstly most of the learners were reluctant to take responsibility for financial planning. The general view held was” I will deal with this when I start to earn proper money” This results partially from a position of living with the dream that they will become top players and therefore earn large amounts of money and pay someone else to worry about the issue and partly from the fact that generally they are earning very small amounts compared to the professionals.

Secondly the learning on the financial planning issues had been delivered in a way that failed to engage the learners and equally lacked any real follow up to check that learning had taken place. Additionally the materials focused on generic matters such as salaries, investment and pensions which by and large where out of context for the Apprentices at this stage of their careers.
Project objectives
Potential 2000 looked at the development of e-learning and associated resources to aid delivery of a module designed to give young people looking to develop careers or start their own business the fundamental skills required to manage cash and take out contracts. It was intended that the module would be adaptable to meet the requirements of functional skills and for Modern Apprenticeships at level 2&3.
Project implementation

In order to address the root causes they decided to support the existing workshops already being delivered by developing an e-learning module that covered the requirements and responsibilities surrounding the taking out of a mobile phone contract. This would enable them to deliver financial planning learning in a context that the learners would engage with. The learner would then have the tools to go back to the e-learning and check the information at any given time. 
Project outcomes and outputs

Elements of the e-module illustrate the nature of the material developed. For example this video clip link to clip was designed to engage learners by presenting the reality of the situation in a context that the learners would relate to. This is then used as a basis for Tutor led group discussion. The initial understanding and learning linked to the difference between Pay as You Go and Mobile Phone contracts. Many young people have little or no knowledge on the differences and responsibilities linked to the different ways of obtaining a mobile phone contract.

The section on ‘When it might be worth getting a contract’ link to the section deals with the responsibility issues and is used by tutors to develop life skills and additional financial management programmes. Similarly the ‘Can I change my mind section’ link to appropriate section is used as a basis for discussion on decision making and being able to change as part of the PSD programmes. The summary link to summary in addition to checking the learning, is used as a basis for further financial management and entrepreneurial skills.
What has been the impact?

Several presentations were delivered to Education Officers, Tutors and Assessors in the process of delivering the material to the Apprentices. In addition they have piloted the e-learning material within several Level 1 programmes within the South East and East Midlands. They are assessing the feedback from the workshops and have additionally piloted the learning in two secondary schools in Leicestershire.
The project is still in progress but initially the work was delivered to 72 clubs who use over 56 colleges to deliver the Apprenticeship programme. In addition they have piloted the e-learning material within several Level 1 programmes within two regions. Following the result of the feedback from Tutors and learners it is planned that the learning will be put on the AASE LMS system. This provides tracking and data on the numbers of learners and tutors that access the learning and utilise the module. Further reviews will be carried out at standardisation meetings. It is planned that if the findings are productive the learning will be introduced as new standards within the Financial planning sector of the AASE programme enabling tracking of usage and results.

The materials have achieved their primary aim of engaging learners into developing an understanding of the importance of signing up to financial contracts. In the pilot workshops they have engaged with the materials and have shown an understanding of the wider implications of taking out a contract. Because it is delivered around a subject that is absolutely key to their everyday lives the Apprentices have taken on board the learning and it has provided them a broader based knowledge required for all financial transactions. 
The success of this blended learning approach has enabled them to move forward with confidence and they have introduced further e-learning materials to support a wide range of topics covered within the AASE framework. This includes Functional skills, PSD, and Psychology units all of which previously tutors and Coaches had stated they needed help in engaging learners, who traditionally have failed to engage with the learning programmes used.
Key factors for success

One key lesson learned from the project is that e-learning designed for young people should 
be delivered as part of a blended learning programme. Left on its own it has limited benefits in respect of engaging learners and developing lifelong learning. However used as means of initially engaging the learners and then supported with follow up discussion and real life scenarios it is a vital tool.

Key barriers to progress

The project showed that teachers and tutors are still reluctant to fully engage with new technology and there is a risk that young people will continue to race ahead in terms of their capacity to use technology as part of their learning. It is apparent that mobile phones and I pads are rapidly becoming the pens and exercise books of the future. However there is a danger that technology will impact on the importance of real one to one teaching. The implementation of this material has highlighted the importance of continual professional development for both staff and management in the area of teaching in a work based environment using the latest technology.
Next steps

It is in the vocational area that this work is essential. By nature students in these sectors are likely to be those that have been disengaged by traditional classroom environments. The latest technology gives the opportunity to maximise their capabilities but unless there are ongoing training programmes developed to support tutors considerable talent will be lost along with the opportunity to provide young people with lifelong skills that will create highly skilled workforce.
Contact: Russell Grocott Russell@sportiv8.com 

Case Study 6: Accrington and Rossendale College with Runshaw College, Bury College and Blackpool and Fylde College
(Adult Learners in the community)
Context and introduction to the Providers

“Accrington and Rossendale College is a general further education (GFE) college of medium size, located in East Lancashire. It has as its principal catchment area the three boroughs of Hyndburn, Rossendale and the Ribble Valley. Most of the college's provision is taught at the main campus in Accrington, but it currently also has sites in each district and uses a number of other community locations. The construction department was the first in the country to be recognised as a centre of vocational excellence (CoVE). In March 2009 the college was awarded the BECTA General FE award at the Becta Next Generation Learning Awards for innovative use of E-learning. Other awards include the Queens Anniversary Prize for Higher and Further Education.” (Ofsted 2009)
Runshaw College is a tertiary college situated in the area of South Ribble and Chorley in Lancashire. Bury College is a large tertiary college situated in Bury town centre. Blackpool and The Fylde College is a large general further education college (GFE) serving the town of Blackpool and the Fylde coast area, covering the boroughs of Blackpool, Fylde and Wyre. 

Project objectives
The Colleges identified the need to develop an approach to enterprise that would be meaningful and engaging for learners.  They wanted a project for enterprise that would encourage creativity, risk taking and give learners the opportunity to develop an understanding of the economic factors involved in developing a new product, the analysis that is required from a financial perspective and what would be required in terms of marketing and promotion to launch a new product.
They decided to focus on a project that would ask learners to design an App for the mobile phone/tablet market. The reasoning behind this was that it had proved quite challenging in the past to engage learners in realistic enterprise projects, and it was envisaged that developing a product using up to date technology may engage learners in a more meaningful way.  
Project implementation

The Colleges believed that the nature of enterprise education requires a level of realism for learners otherwise it remains a paper exercise and it was, therefore, agreed that the winning app would actually be written and marketed with the potential for commercial success.  This ensured that the project was real and required real engagement from the learners.  It was agreed that a competitive edge should be introduced in that the submission of the project should be done through a ‘Dragon’s Den.’ Student development teams were required to pitch to the Dragons to have their products considered for production. Small cash prizes were available to winning teams. 

The learners in each college were given the following brief.

“The use of applications on mobile telephones (apps) has become big business with over 1. 6 billion downloads recorded in 2009. All mobile networks want to have a stake in this area of business with plans to extend the use of apps from mobiles to desktop and laptop computers. Some of the most successful apps have involved the simplest of ideas. Devising new Apps requires creativity, risk taking and the ability to understand the economic factors involved in product development, break even analysis and promotion.

Designing an App
You can apply for 2 categories
Category 1. Devise an idea for an App that you feel would be useful for students at college. This could be linked to any aspect of college life or study. 
Category 2. Devise an idea for an App that has a novelty value, is fun to use, would be desirable to young people and could have a commercial potential.”
It was agreed across the colleges that this would meet the following objectives

· develop a business plan for creating  a new mobile phone Application for use by students; 

· apply the principles of market research, product development, promotion and cost analysis; 

· identify enablers’ and inhibitors for product development and commercial success;
· understand team dynamics and processes required for harnessing creativity and innovation; and

· promote the application to the identified client groups  

The project was delivered through tutorial time where a discreet slot for the exploration of enterprise already existed. An initial 3 week period was used to guide students through the initial stages of development with input from the marketing and technical teams but the whole process lasted several months in the build up to the Dragon’s Den final.  It was launched as part of a wider project cross college and learners had the option to enter the app competition or devise a social enterprise or product. Commitment to the project varied across the Colleges but at Accrington and Rossendale about 1,200 16-18 year olds took part of which approximately 75% opted to attempt to design a new App.
Project outcomes and outputs

Learner feedback from the project indicated that:
· some found the project extremely interesting and engaging but were more interested in the technical aspect of the app, its design and production than the enterprise needs in relation to financial issues, business planning; 

· most learners enjoyed the market research aspect of the project and were keen to look at what other colleges offer to compare;
· the potential for income generation from the production of an app captured the imagination of most learners; 

· there was a level of novelty value with the app approach for learners; 

· the prospect of the Dragon’s Den approach gave an additional angle to the project.  This was seen by most as an exciting and challenging way to take the project forward and to arrive at the winning app;
· the Dragon’s Den approach made the learners think about a range of issues from marketing to technical aspects, but also made them focus on the financial aspects in terms of the capacity for commercial production and took what was a fun activity and made it more realistic;
· enterprise as a concept was seen as something positive and something that all could undertake in terms of ideas generation; and
· all could see that the final idea was practical and useable. 

The successful App may in itself prove to be an invaluable output for Accrington and Rossendale College and other colleges over time. The App is an interactive student catalogue/handbook providing all the information that a student might need including timetables, maps, guides to various elements of support and guidance e.g. safeguarding. The College has successfully gained a license from Apple and technical staff are now grappling with the practicalities of GPS access across the site. In recognition that not all students will have smart phones the tool may also be provided through a data stick.
What has been the impact?

The Dragon’s Den approach to the project worked exceptionally well in terms of how it engaged the learners, how well they responded to the challenge and how enthused and committed they were to this part of the process.  All FE learners took part in the project.
Some learners and staff concentrated more on the app than the enterprise journey and whilst enthusiasm was high, intervention was required to keep everything on track in terms of the required planning for the enterprise project. Work was undertaken with staff to ensure that they had the skill and focus to bring the attention back to enterprise when it was in danger of becoming overshadowed

Working cross college worked well as the partnership was well established and developed with regular meetings and good working relationships.  

The nature of the project engaged and motivated learners to consider how developing entrepreneurial skills alongside their vocational pathway could help them in terms of their working lives and that sometimes thinking laterally could create ways of actually making money particularly from the skills that they are learning.  

The enterprise approach enabled staff working with learners to begin to explore ideas around self employment which was particularly useful in the current job climate.

The potential for resale of the app is real and it is currently under production. Feedback from the Dragon’s Den panel indicated that there was a very high standard of entry with the learners well prepared and well researched.  Several of the projects were seen to be of commercial quality. Feedback from the panel also indicated that opportunities for work 
experience and work shadowing could be identified and fed back from this process.

Key factors for success

Running the project through tutorial time meant that there was a more streamlined and managed approach to it.  At Accrington and Rossendale College, where there is a dedicated team of Learning and Development Mentors, to provide additional support in ‘soft’ time it worked particularly well.
The Dragon’s Den approach also served to motivate and enthuse staff, and engaged staff with learners who might not traditionally have a great deal of contact with students for example, technical staff and marketing staff.  It made it very clear that non teaching staff have an enormous amount of skill and expertise to offer to learners in terms of enterprise education.

Key barriers to progress

The project highlighted that using something like apps was a good way of engaging the interest of learners. At times however technical interest and the novelty aspect of the project were in danger of outweighing the financial and business planning aspects of enterprise. 

There was also an issue in that that not all learners had smart phones.
Technical aspects of the project were expensive in terms of development time and equipment. Project funding available amongst 4 colleges was therefore limited. The success of the initiative was partially due to several individuals devoting their own time at no additional cost. 

Next steps

Future CPD activities for staff are now planned to enable them to make the most of enterprise in the vocational curriculum

The lead college believes that there is a future role to consider how enterprise education sits in relation to work experience and work placement. The reduction of the entitlement funding in colleges creates an imperative to explore new modes of delivery. There is the potential to utilise enterprise projects as part of an enrichment activity that can be supported through tutorial and curriculum.  There is also the capacity to develop employability skills for learners alongside these enterprise skills.
Contact: Harry Tallon htallon@accross.ac.uk 

Skills for the Future

Case Study 7: East Midlands Peer Review Development Group for Independent Specialist Colleges 
(Independent Specialist Colleges)
Linkage Community Trust: Linkage Community Trust (Linkage) is a registered charity which provides a high standard of care, specialist further education and employment services to enable people with learning disabilities  to realise their full potential.

Landmarks: Landmarks is a registered charity which provides vocational education and training for students with severe learning difficulties and disabilities.

Portland College: The College maximises the ability and minimises the effects of disability on students through the provision of opportunities for learning in an inclusive specialist residential environment giving individuals empowerment through employment, independence and integration.

RNIB College, Loughborough: RNIB College Loughborough supports people with sight loss and other disabilities to access education, work and housing, to enjoy a healthy lifestyle and positive relationships.

Hinwick Hall College: The College is a small specialist day and residential college working with 60 disabled young people aged 16 to 24 years. 
Homefield College: Homefield College is a small highly structured college which specialises in further education for students with autistic spectrum conditions, communication or learning difficulties.
Context and introduction to the Providers

These providers work together to action activities which ensure the sharing of best practice and improved performance within each. With an increasing importance on the development of employability skills and the focus on college leavers obtaining employment, many Independent Specialist Colleges (ISCs) are looking to create their own employment opportunities for their learners. These enterprises provide a safe environment for learners to build and practice their skills. There are also increasing difficulties in locating external work placements for learners with LLDD due to increased competition from other providers. Apart from the RNIB who have over 200 employers willing to work with them.

It was felt that there is a lack of information for ISCs wishing to establish such enterprise activities. As most ISCs are very small there is often not the available knowledge and skills within the staff body to be able to get the enterprise right first time - thus having a financial impact and ultimately, an impact on learning for the learners.
Project objectives
The project was to explore and produce a best practice guide to support colleges when establishing enterprises and also in developing and growing their enterprises. 
Project implementation

The guide was developed as a result of a number of visits to other ISCs known to have interesting practice.
A number of ISCs already operated extremely successful enterprise projects and the group undertook visits to the following projects: 
· Homefield College; Barrow of Treats café (www.barrowoftreats.co.uk); Sip & Surf e-bay shop (http://sipandsurf.co.uk/) 
· Linkage College; Image Lab; Gatehouse Cafe 
· Strathmore College; including Apedale café, florist, woodwork
·  Derwen College Farm Shop.  

A questionnaire was produced to provide consistency of information and the visits to each enterprise was based on these questions, although there was opportunity to ask additional questions where appropriate. Two PRD member colleges took part in each enterprise visit.

Derwen College Enterprise Questionnaire
Gatehouse Cafe Enterprise Questionnaire
Homefield Barrow of Treats Enterprise Questionnaire
Image Lab Enterprise Questionnaire
Strathmore Woodwork Enterprise Questionnaire
The survey of standard questions was completed by the visiting PRD member at each enterprise. Any additional factors / discussions of interested / relevance were also noted. 

The completed form was then circulated and shared with the other PRD members via email. Comments / suggestions were welcomed. Each enterprise was then discussed at a face to face meeting and the key elements that make an enterprise a success were identified. These elements were also cross referenced against the other enterprises observed.

Project outcomes and outputs

The main output from the project was the production of the best practice guide. Enterprise Best Practice Guide
What has been the impact?

Each enterprise review allowed time for discussions with learners regarding their thoughts about the enterprise at which they worked, their level of involvement and what they enjoyed. It was evident that all the learners were enjoying their learning experience and felt valued within the work environment. They also felt their role was important and their skills were being developed. It was also a great opportunity to reinforce with learners what a great job they were doing, thereby boosting confidence, self-esteem and re-enforcing that what they are doing is of value.
Each PRD member took specific actions resulting from the review to implement in their own enterprise/practice but it was expected that there would be:
· improved teaching and learning observation grades;
· increased opportunities for learners to experience real work environments and practice transferrable work skills;
· increased learners’ acquisition of skills both vocational and personal development, such as confidence;
· increased numbers of college leavers gaining and maintaining employment as a result of their experiences at college; and
· support for new college enterprises.
The project provided an opportunity for those involved in the enterprise to reflect on their successes and help support others thinking of establishing similar working practices. Whilst the staff will have received feedback form their own college this was an opportunity for them to receive external feedback and consequently, reinforce their perception of doing a good job.
The providers hoped that a further impact will be an increase in good, effective working environments being established to complement teaching and learning within ISCs, thereby supporting learners in preparation for them leaving college.
Key factors for success

The PRD group identified a number of areas to be explored prior to making the visits. The production of a standard list of questions ensured a consistent approach to the research of each enterprise. Also the involvement of two separate PRD members attending each visit also ensured standardization of the research. A face to face meeting of the visitors also ensured that everyone was involved in the development of the Best Practice Guide.

Key barriers to progress

Unfortunately, whilst a timescale was drawn up to ensure timely visits were made to the individual enterprises, bad weather meant some visits were cancelled and had to be re-arranged. This was difficult for some colleagues due to other work commitments / enterprises requiring further notice to be available to visitors. 

Not all PRD members could fully commit to taking part in the review due to other work commitments. 

Next steps

The PRD group would like to consider how to prove learner skills to employers for example through the use of video evidence.
The review identified that there are too few vocational qualifications for learners at entry level 2 and below. The PRD group would like to work with awarding bodies to develop an appropriate qualification, e.g. catering at entry level 2.

A further idea suggested was to set up a joint enterprise with PRD members.

Contact: Vicky Myko vicky.myko@homefieldcollege.ac.uk 
Case Study 8: Blackburn with Darwen Borough Council
(Adult Learners in the community)
Context and introduction to the Providers

Membership of the PRD Group consists of Blackburn with Darwen Neighbourhoods & Learning Service, Lancashire Adult Learning Service, Blackpool Adult Learning Service, and Cumbria Adult Learning Service.  Enterprise education and development was highlighted across the PRD Group as an area for focus and improvement, and each provider identified specific project themes to take forward using the funding. It proved difficult for the providers to work collaboratively but there were some interesting innovations by individual providers.
This case study, therefore, focuses on the work of the Blackburn with Darwen Neighbourhoods and Learning Service. The Service is about “bringing out the best in our communities and getting the most out of our services.  Our challenge is to improve and strengthen community groups and involve local people in seeking solutions to issues that affect neighbourhoods”
A quality improvement group (QIG) had been established to consider and act on the issue of enterprise education.  The QIG had decided to focus on 5 initial key priority questions. These were how to:

1. foster a culture which champions social enterprise;
2. improve systems of information and referrals relating to enterprise;
3. develop enterprise, specifically social, within the service;
4. build the evidence of the impact and role of enterprise; and 

5. improve skills amongst local enterprises

The group had started to impact on these priorities by developing and improving links and partnerships with both internal and external organisations, delivering staff training in social enterprise awareness, and delivering introduction to enterprise workshops to learners.

Project objectives
The chair of the QIG had done some research into youth enterprise initiatives and had observed first hand a young enterprise week through a local school.  This had sparked an interest in running something similar with adult learners. 
An adult version of young enterprise weeks had not been attempted in the Borough.  Some organisations provided one to one support and training to individuals and groups setting up enterprises, whilst others provided advice on funding opportunities for enterprise start up and development, but these were organised on a weekly/monthly basis and were very focused for people already at the stage of setting up an enterprise. The Neighbourhood and Learning Service had previously run introduction to enterprise workshops with learners, designed to raise basic awareness of enterprise.
It was felt that an adult enterprise week would provide an opportunity for learners to increase their knowledge of enterprise whilst engaging in a new creative method of delivery.  It was hoped that this would not only provide the opportunity for enterprise education, but would also allow learners to practically try their hand at enterprise over the course of the week
Project implementation

On securing the LSIS funding, an adult enterprise week was organised and implemented by the QIG, with the overarching aim of providing more opportunity for enterprise education and development in the Borough. Enterprise Week poster A vibrant week-long programme for adults was organised to introduce the world of enterprise to them and to enable them to not only learn about the theory of aspects of enterprise, but also to experience them practically.  The programme allowed for the delivery of entrepreneur activities, enabling adults to sample and implement enterprise ideas and innovation. A number of issues were to be addressed within the programme, specifically, enterprising capability development, economic and business knowledge and understanding, key skills, citizenship, and wider skills development.

Participants worked in small groups throughout the week to create and sell a product, whilst engaging in workshops and listening to guest speakers, to teach them various aspects of enterprise and business.  Each workshop was followed up with an activity related to the practical work they were doing in order for the learning to be put into practice. The final day involved the groups delivering presentations to a panel about their learning and experiences throughout the week. A copy of the programme for the week can be found at  Day One, Day Two, Day Three,Day Four, Day Five
The project was aimed at any adult with an interest in learning about enterprise, and attracted a range of people including unemployed, those without qualifications and people already working. The QIG worked with a number of organisations on the project, and secured support from partners to create and deliver the workshops throughout the week. 

Project outcomes and outputs

The overall project outcome was that participants were equipped with new and transferrable skills to play an important role in developing a skilled and dynamic workforce.  This method of targeted provision also aimed to promote social inclusion and raise and unleash aspirations.

A number of learner-specific outcomes resulted. Learners developed skills and knowledge in:

· enterprising capability (setting up and running a company/organisation, market research, customer needs, customer relations);
· business operation (running business and enterprise, risk management, business ethics);
· citizenship (responsibility, leadership); and
· financial literacy 

In addition learners improved their wider skills such as team working, problem solving and confidence. Following the programme, learners were:

· more likely to manage successful business/enterprise;
· more prepared to take risk;
· more aware of enterprise as a viable career / work option; and
· more able to make informed choices and decision making
Many participants reported that they had experienced an increase and improvement in confidence. In terms of self-reflection:
· the amount of self-refection that participants engaged in was clear;
· the programme provided participants with the opportunity to really think about themselves, their skills, behaviours, aspirations; and
· the amount of self-reflection participants did was unexpected, but seemed to bring the groups together more and worked to increase commitment, motivation, and belief, as well as motivating participants for the future
The programme was an excellent example of how barriers can be broken, without specifically setting out to focus on this outcome - the programme brought a diverse group of people together and gave them all a common purpose. Participants learned together, worked together, and shared learning and experiences along the way and the group represented a mix of ages, genders, ethnicities, cultures, backgrounds, and experiences, and provided an opportunity for people to communicate and learn from each other

The programme allowed participants to not only learn and develop skills and knowledge and develop and sample enterprise ideas, it also gave them a sense of ownership and responsibility for what they were doing as a group.  Participants developed a real sense of pride for their groups, their products, their presentations, and overall, for what they had achieved throughout the week. Participants commented about being proud of themselves and each other and the support given to each other was remarkable – people that had never met each other on the first day had developed such strong bonds and a real sense of whole group camaraderie by the end of the week. The pride element was manifested in the spirit and effort shown by each participant. The wearing of suits for the presentations (which was organised totally by themselves) was another example of the sense of pride displayed by the participants 

Retention on the programme was good, with the overwhelming majority attending each day on time and staying for the whole session.  Only two participants attended less regularly due to other commitments, and even those ensured that they were in attendance for the essential parts of the week.  The commitment shown by the participants was highlighted by the fact that the Borough was experiencing poor weather throughout the week, with heavy snow falling in the middle of the week, and sub zero temperatures and icy conditions prevailing throughout the week.  Yet, people were determined to attend the programme, and endured the conditions.  Some participants were experiencing difficulties at home, with schools closing due to the weather, children falling ill, cars breaking down, yet each ensured that they attended every day, which was testament to them and their commitment, but also to the programme deliverers and facilitators for making the programme such that the participants didn’t want to miss anything.

Staff and external observers to the project believe this was an excellent example of true partnership working between organisations, which provided a quality and meaningful experience to the participants.  As well as the quality of delivery, the fact that it was something different seems to have played a large part in the success of the programme, with participants having been on courses and programmes in the past, but nothing quite like this.  At a cost of £5000 all in (venue, workshops, materials and resources) the programme represented value for money, although this could be strengthened if more participants take part.

What has been the impact?

A full copy of the project evaluation can be found at Evaluation report
As a service, new partnerships were forged and developed and others were strengthened, and this will have a benefit for future integrated and shared services.  Staff also improved their knowledge of subjects in the enterprise field through facilitating sessions delivered by the partners.
Overall indicators of the achievement of in-project learner-specific outcomes were quantitative (numbers enrolled on the programme) and qualitative (such as commitment to, involvement in, and enthusiasm for the programme). 

Specific measures included:

· retention (learners turning up every day, on time)

· tutor observation (learners’ development throughout the programme, learners becoming more creative and innovative)

· ILPs and questionnaires

· Interview and Q&A with panel

· Ongoing assessment specific to business/enterprise learning including quiz, Q&A, completed worksheets

Indicators of the achievement of longer-term outcomes focused primarily on information received from individuals and partner organisations after the programme’s completion, through referral paperwork and supply of information.  Specific measure included:

· numbers seeking further business/enterprise advice

· numbers starting their own businesses/enterprise development

· numbers going into employment, volunteering, or further training

· direct learner feedback regarding opinions

Success factors included numbers enrolling and attending, active participation, positive evaluation, achievement of learning outcomes. 

Evaluation Methodology to address impact measures / success indicators

Data was collected through a variety of methods, which included questionnaire, discussions, and observations:

· Initial assessment form at the beginning of the programme

· Initial assessment form re-visited at the end of the programme

· Questionnaire at the beginning of the programme

· Participant/group worksheets used throughout the programme

· Staff observation

· Thought wall on display throughout the programme

· Group presentations

· Quiz at the end of the programme

· Evaluation form at the end of the programme

· Individual discussions with participants

Key factors for success

The objectives were successfully addressed by having dedicated funding for the project, key staff being given the time to plan and implement the project, and by the Service joining up with other organisations to produce a package which incorporated all aspects of what they each did into one programme.  The partners also freed their own staff up to work with the QIG to produce and also deliver some of the workshops, which addressed the issue that the Service’s staff did not have adequate knowledge of some of the subject areas.
The fact that the project brought members of staff from across the service together to work on a joint project was initially challenging due to differences in timetables and work plans.  Once buy-in had been secured, this project provided a real opportunity for joint working amongst staff who rarely worked together in their normal day to day roles.  Having ownership from staff helped to increase motivation. The fact that it was something completely new re-invigorated both staff and participants.

Key barriers to progress

It was originally intended that the programme would run with 40 participants, which they did not manage to get, however, this actually worked to their benefit, as the smaller group meant that people were able to develop links and relationships with the whole group as well as their smaller groups, as well as receiving more one to one support from the facilitators.  In order to be better value for money, though, more participants would be needed.

Next steps

A follow up event was planned for April 2011 with the participants and also to progress their learning further. One participant has already set up a social enterprise as a result of this programme, and more are seeking further guidance to develop their ideas from partners.
The success of the week demonstrates the demand to learn more about enterprise and entrepreneurial skills by citizens and learners across the Borough.  The NLS has recently undertaken a restructure, driven by the challenges of meeting public sector spending cuts, and has prioritized the need to retain front line service delivery of community engagement and a community development curriculum.  In recognition of this area, it is anticipated that this curriculum area will further develop opportunities for enterprise within courses and sessions.  The level of interest in enterprise, coupled with the economic challenges in today’s society will also be reflected in the services offered by the IAG team in the NLS.
The Neighbourhood and Learning Service believes that:

·  new and innovative methods of delivery should be piloted with other curriculum areas and subjects – there is a need to make provision that little bit different to engage and keep learners and increase learning;

·  the adult enterprise week should become a permanent feature of the service’s provision, with the aim of working with 40 participants at any one time to achieve value for money;

·  more true joint working opportunities with other services and organisations should be explored; and

·  the longer-term outcomes and objectives of this project need to be monitored in order to strengthen the project’s positive effects, as well as to identify areas for development

The NLS makes a strong contribution to the corporate priorities of improving economic and skills opportunities for citizens within the Borough.  At a time of even greater challenges, with the impact of the recession and public sector spending cuts affecting a Borough ranked nationally as the 17th most deprived in the IMD, development of entrepreneurial skills and social enterprise activity offers an additional avenue of opportunity for local people and learners.  There is strong strategic fit and buy-in at a corporate and politically senior level within the Borough for this initiative and support to see it further developed. The project saw the development of new and strengthening of current partnerships with other providers and organisations on the Borough, and demonstrated the additional benefits and quality such partnerships can bring about.

Contact: Heather Fergusson heather.fergusson@blackburn.gov.uk 

Other drivers for improving and developing enterprise in the curriculum

Case Study 9: Bournemouth and Poole Employer Responsive Training Providers
(Employer Responsive Provision) 
Context and introduction to the Providers
The Bournemouth and Poole Employer Responsive Training Providers is made up of Pathway for Success; Bournemouth and Poole Adult Learning; the South West Regional Assessment Centre; and Futures Training. The group of providers delivered a range of training, NVQ and QCF qualifications aimed at Further Education, Work Based Learning, Adult and Community Learning, Health and Social Care, Industry, Construction ,Waste Management,Health and Safety,Transport and Warehousing and Storage.
The four providers are all local companies delivering local and National provision to a varied market ranging from individual candidates to SME’s and larger corporate companies and local authorities.

All the organisations had met previously during a peer referencing project that they have been involved in for the past 18 months which involved the group members engaging in offering advice and guidance to other organisations in the peer referencing group.

During their network meetings and discussion during their PRD Group meeting, the issue of provision was discussed. They all had customers who required training within their organisations that was not available on individual provider’s profiles. 

As the group enjoyed trust and mutual respect it seemed appropriate to offer to their employers a proposal to meet all their training needs and promote each other’s provision in the knowledge that the high standards would be offered to their existing customers.

On closer examination and by speaking with their customers, the employers, it was apparent that they would like the opportunity to speak with the provider that they had a professional relationship with in the knowledge that they were part of a group of providers promoting the same level of quality of provision and cost effective training.

Project objectives
The Group wanted to:
· combine the current training provision offer of the organisations within the PRD group, to create a ‘package’ of training courses & qualifications for employers within the Bournemouth and Poole conurbation. Quality assurance would be via ongoing PRD activity in order to offer employers a network of providers with a varied delivery to meet employers’ needs in one location;
· be able to offer their customers more options when it comes to training, with local organisations that have been quality assured and available to deliver. This innovative approach to employers, whereby a full range of services and training options would be available to them would be promoted by the group;
· build and strengthen the existing offer, sharing best practice and continuing to review each organisation’s provision through the work of the PRD group;
· develop and further encourage collaborative working between organisations – there was little in the way of formal referral systems between local training providers, often with poor information sharing. This will encourage providers to share information on their offering, and to work collaboratively to strengthen their existing offer and to increase business;
· agree a referral system – this would ensure that all employer enquiries are recorded, processed and responded to in a timely manner;

·  increase revenue – create more referral opportunities for the organisations involved, to sustain and develop business and delivery approaches; and to
· marketing materials – create brochures to send to employers detailing all the available training options provided by each organisation.

This PRD group wanted to have a clear understanding of each others’ provision and the accreditations that were in place to satisfy the employers’ legal requirements and, if applicable, systems of work in place to satisfy the Skills Funding Agency requirements.
Project implementation

They collected information on each company’s provision and the accreditations that were in place to meet the funding or full cost provision and also promotional material that could be used as part of the referral analysis process. As all members were part of the Dorset and Somerset Providers Network (DSTPN) it was agreed between the providers that the office manager would be the first point of contact for all referrals. It was agreed within the group that all members would sign a confidentiality agreement with an agreed format and this was held in the project file.
In addition a list of 50 key customers for each provider was supplied with contact details and addresses to be entered onto a group data base to be used for promotional activities in the following weeks and months. In total our group data base consisted of 250 Employers in the Poole and Bournemouth area.
At this point they spoke to a sample group of employers from different sectors in order to determine their training needs. This was also an opportunity to discuss their requirements with regard to apprenticeships now and in the future. 

They designated a specific phone number (08454968187) for the group and a specific e mail address (enterprise@dtspn.co.uk) for all referrals to be monitored and distributed to members so that they could contact customers directly. 

Initially as they were approaching the Christmas period they designed a Christmas card that simply promoted the four providers logos and contact details as an initial introduction to the group. The providers’ e-mail addresses were included on the card so that the potential employers recognised a supplier that was part of the group. This was done deliberately so that the employer had an introduction to the group whilst recognising his or her existing provider’s company and name. The Christmas card was sent out to all the employers on the groups data-base.

In early 2011 the group were supplied with a promotional leaflet to send to all of the employers on their data base and also to include with any existing mail that was being sent to their customers. This was deliberately designed to fit into a normal envelope so that it could be sent out with invoices, statements , general communication at no additional expense to the provider. This promotional leaflet included a summary of each providers provision within the leaflet and some general information about the group, its aims and the training network that they are all associated with.

With regard to the contact details the phone number and e mail address both referred to the training network so that any enquiries from these would be logged onto the referral system.

Initially 250 leaflets were sent out to the employer database and the remaining 250 given to the providers to be included in the outgoing mail to employers and candidates. In total 500 were given to each group member resulting in 2000 leaflets sent out to customers. At this stage the providers were starting to develop their apprentice frameworks and some members were working together to develop programmes that they would be able to deliver to our employers.

SWRAC one of the group members organised an Apprentice Fair at their premises on 7th February 2011 in Wimborne, Dorset. All members of the group notified employers of this event and they all had promotional stands at the event to offer apprenticeships and training to local employers who attend. This event was a further opportunity which was specifically arranged to promote apprenticeships to the area and was attended by many of the other training providers in the area. The group agreed to set aside some of the marketing budget for this event and contributed to the catering requirements.

In addition they designed a “mouse mat “with the organisations logos on the merchandise .

They used the network email address and allocated phone number in order that they could evaluate any enquiries that were as a result of the group’s participation. The merchandise was given to potential employers and candidates at the “fair” by the providers and in addition the product was sent to employers from our collective database. In total 1000 mouse mats were distributed in January and February 2011. 

Project outcomes and outputs

By following this link you will be able to see the promotional brochure produced by the Group Promotional Brochure  and the promotional Christmas Card Christmas Card
What has been the impact?

It is difficult to gauge the impact at this early point in the project’s development but the principle to which the project was targeting has been re-enforced within the training community with the onset of MCL (Minimum Contract Levels).The principles of providers working together in order to qualify for funding from the Skills Funding Agency has in some ways overtaken the process that was started in 2010 with this project. However the elements of sharing information, quality and trust are seen to be fundamental in those organisations that now find they are entering into partnerships with other providers. The benefits therefore to all stakeholders in this project have been extremely beneficial to familiarise themselves with other training organisations and to develop working relationships and protocols.
Using the network management team as the first point of contact for the employers meant that any leads that were generated by the employers that they contacted were monitored, will be responded to and training will be delivered impartially as all providers will have the opportunity to respond. Employers were contacted professionally re-enforcing their trust with their providers.

The Apprentice fair that was arranged by SWRAC was attended by all members who promoted not only their provision but group members training if relevant.

Key factors for success

The group believes they have learned a number of key messages for future success:
· employers like to have a clear and concise information with regard to training programmes that they wish to participate in;
· providers can benefit from promoting other providers products and services; and
· working as a team within the network can be beneficial for your own provision as long as  there is a clear understanding between the providers (Service level agreement and confidentiality disclosure)

Key barriers to progress

The group acknowledges that if they had not communicated well this could have been damaging and confusing to the employer which is why they used the Network to manage the referral process. They feel that they should have given a bit more thought to our promotional material.
Next steps

The project is on-going through 2011 and beyond .

Contact: Brian Lewis brianlewis@pathwayforsuccess.co.uk 

Case Study 10: North and South London Peer Review Groups
(Independent Training providers)
Context and introduction to the Providers

· North London: The North London Training Trust (www.nltp.co.uk) , (www.trainingtrust.org/),  KIS Training (www.kistraining.co.uk) , DV8 (www.dv8training.com) , and CLaSS (www.walthamforest.gov.uk/ldg/adult-community-education-class) 
· South London: RWRAL (www.rwral.com)  Springboard Bromley (www.springboardbromley.org.uk) , Springboard Southwark (www.springboard-st.org) , and Springboard Hackney (www.younghackney.org/organisations/all/springboard-hackneybromley.bhp) 
The underlying issue was the plethora of resources, leaflets and websites available and the difficulty that staff and employers had in providing informed targeted information to support learner progression.

Project objectives
The project aimed to identify progression routes for a range of provision from e2e to Advanced Apprenticeships across the region through the two existing PRD Groups. As a result of this project employers and staff would be given access to high quality information on the training offer across the region.
The project also aimed to improve the effectiveness of signposting progression routes and support the aims and ambitions of young people enrolled on E2E or Apprenticeships in construction, childcare and digital media. The intention was to provide clear and current information on local progression pathways for both employers and training providers in line with the national skills strategy to expand Apprenticeships and build a new technical class. 

Progression routes were tracked as part of the then LSC data capture which predominantly looked at achievement and destinations.

Another issue that was highlighted once the progression data had been collated and analysed, was that the statistics indicated that in general all the programmes were funding driven with providers striving to achieve apprenticeship frameworks rather than looking at progression aims, except in e2e where the funding expectation was on progression outcomes. Therefore providers wanted to start looking at how to embed progression into all of their provision rather than just e2e. Furthermore, providers and employers did not recognise the relevance or benefit of tracking the progression of learners other than e2e, a particularly poignant issue for advanced apprentices. 
Project implementation

Initially they looked at existing practices and had professional discussions within staff teams on how they could improve on those. They therefore:

· collated and analysed progression data across the providers and the three programmes -  e2e, Apprenticeship and Advanced apprenticeships; 

· evaluated the existing resources available including websites, booklets and forums; 
· questioned staff on the type of information and advice they gave to advice learners and employers on potential progression routes;
· conducted extensive research into local progression routes across the sectors such as short courses, employment, further education and higher education courses and programmes.

As a result of gathering this information an agreement was reached to adapt the original project brief to develop a webpage rather than print individual leaflets. The staff felt this would be a more sustainable resource, easy to adapt and update and accessible on and off site better suited to the needs of learners and employers.

The e-portal was customized and developed for each provider, ensuring each site could be populated for individual provider needs and that in time information could be uploaded for staff, learners and employers. A web developer was employed to visit each provider to demonstrate how the website worked, to help set up their basic shell to include their logos and to help their staff team on populating their e portals.
Project outcomes and outputs

There are very tangible outcomes to this project. They have:

produced A3 sized progression charts for each sector which are clearly displayed on the walls in each provider, signposting learners and staff on potential progression routes – progression charts can be found for the following by using the appropriate link : Business Admin; Childcare; Domestic Installation ;Electrical Installation;; and designed, developed, and tailor made an e portal for each provider (www.dv8.com/progression/) ;

· produced 2 x case studies one electronic and one paper based; 

· introduced 5 year goals strategy to ensure learners and staff focus on progression;

· established and improved the curriculum offer to ensure more effective progression routes such as introducing advanced apprenticeships when previously they had only delivered apprenticeships and ASDAN workskills; 

· encouraged all staff within organisations to work towards recognised IAG qualifications including the assessors; and

· increased the number of learners’ career interviews to every 4 months
What has been the impact?

The impacts were measured by conducting a survey of staff, learners and employers and monitoring the improvements to the type of progression routes learners achieved.

The impact is impressive:

· the learners now have improved career interviews and information that guide them to potential progression opportunities which they may not have considered previously; 
· learners now consider 5 year goals, which strengthen their ambitions and hopefully in the future their achievements;
· employers have information and resources for clear progression routes to advise their employees, in particular the progression charts on display;
· the intervention has focused all the staff and providers involved to re-consider their progression strategies;

· learners are encouraged to consider lifelong educational or career options regardless of their programme of study; 

· the intervention has exceeded expectations as each provider now has a personalised webpage, which they can keep updated with local news and progression information; and
· the targeted activity has seen improvements to monitoring and collating the effectiveness of progression. 

Key factors for success

The group stresses that providers were open and transparent in sharing sensitive data and information on their progression and achievement rates.

The increase in learner interviews, alongside setting five year goals and progression charts has improved the focus of both staff and learners in considering aspirational progression options. 
Key barriers to progress

Agreeing what data and how it was collated proved difficult and time consuming as the group took time to agree how and in what format the data would be useful. Providers invested an enormous amount of time and effort into developing a meaningful one-stop-shop webpage for all the stakeholders to use on and off site. 
Next steps

Meaningful impacts have been difficult to measure within a one year period, as improving progression routes takes longer to collate and some learners are on two or three year programmes. Now the systems are in place this data will be collated as a matter of course.

Providers have improved their practices as a direct result of this activity either by implementing staff training or providing additional resource to support their work.
Internal analysis of the learning offer with a progression focus has resulted in improvements to dramatic improvements to the curriculum. When groups of providers work together to share suggestions and key aspects ideas this can transform and improve key aspects of their provision.
The Leadership and management teams will now have access to meaningful analysis of learner progression which they can use to motivate learners and to promote their provision to perspective employers and learners Contact: Paula Dunkley@croydon.gov.uk [image: image3][image: image4][image: image5][image: image6][image: image7][image: image8][image: image9][image: image10][image: image11]





























