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Executive Summary

Sample Structure

In total we achieved 1,632 responses to the survey with roughly equal proportions from each of the
12 regions. Of the two additional samples 283 extended SME and 406 Ufl sector responses were
achieved: 91 Environmental companies, 95 Automotive companies, 108 Multimedia companies
and 112 Retail/ distribution companies. In addition, 18 case studies were also completed with a
range of SMEs from one-man bands to larger SMEs employing 250 people and represented both
manufacturing and the service sector to explore issues identified in the survey in more detail.

Over 300 respondents (19% of the sample) were classified as ILT users with the highest proportion
of ILT usersin the pubic sector. Of the four Ufl Sectors, the sector with the highest proportion of
ILT users is Retail/Distribution (30%) followed by multimedia (21%). Both Automotive and
Environmental sectors have lessthan 10% ILT users.

The use of computers by employees as part of their daily work differs significantly by occupation.
Over 60% of managers/professionals use computers and 28% of office and support staff compared
with only 6% of technical and operative staff.

Training Facilities

Whilst overall the proportion of companies with dedicated training resources is low at first sight
(42%) there are several groups within the sample which seem to invest more and have a wider
range of provision than others. Where there is greater investment it tends to be as a result of the
commitment of an individual at a senior managerial level.

The respondents most likely to have more resources dedicated to training are larger service and
public sector companies. The lowest proportion of companies with facilities are in Wales (27%),
Northern Irdland (21%) and the Eastern Region (32%) compared to Yorkshire & Humberside
(52%), London (48%) North West (47%) and South East (47%).

The most common training resource is a senior manager responsible for training whilst only 4% of
respondents have a facility for training staff at the site and 8% a separate facility located at a
different site. One in three companies that do have a separate training facility are likely to have
developed this as a full learning centre. This suggests that where companies make a commitment
to support training, they are willing to invest in the necessary facilities and many believe they are
getting areturn on their investment.

The use of on-linelearning is still low even amongst the most proactive companies



Training Activity

Although the proportion of respondents undertaking training in the previous 12 monthsisrelatively
low (39%), this reflects the fact that only a small number of respondents with fewer that 5
employees, which account for significant proportion of companies, undertake training. Training
activity is concentrated in the service sector and in larger companies with the highest incidence of
training in Scotland and the lowest in the East Midlands, West Midlands and North East.

Lower levels of training activity are evident amongst smaller companies, companies based in the
North East, West Midlands or East Midlands and those operating in the manufacturing or primary
sector. The mgjority of companies not undertaking training had not attempted to do so, stating that
they had no identified need for training. Very few of the companies that had not provided training
had investigated provision with aview to providing training but prevented from doing so.

A higher proportion of office and management staff receive training than any other occupation and
the most common training provided includes management training, ILT user training, health and
safety and customer care.

All companies favour on-the-job training whether they invest in additional training resources or
not. Investment in more sophisticated resources more often than not provides an opportunity for
staff to undertake further or optional training and does not replace on-the-job activity. Whilst on-
the-job training is the most frequent form of training for all staff, managers and professionals are
more likely to receive formal training than other employees and this is more likely to lead to a
qualification.

It seems that SMEs are currently very dependent on other businesses and business support
organisations for identifying and recommending training. Without this help they feel they do not
have enough knowledge about quality or content of training courses and materials on offer.

ILT Based Training

The ILT tools used most commonly for both manageria and other staff are software packages
installed on the user’s computers and CD-ROMS. However, the use of ILT as well as non-ILT
based materials as a means of delivering training is higher for managers that other staff. Thisis
not surprising given that a higher proportion of other staff training is undertaken on-the-job, and
therefore does not require training materials, whilst managers are more likely to receive formal
training.

Almost afifth of the sample, 19%, areidentified asILT users having used ILT to deliver training in
the previous 12 months. The characteristics of these companies however, suggest that the use of
ILT isconcentrated in larger companies and those in the service sector, in part reflecting the pattern
of computer use within companies.



The nature of the ILT utilised also differs in sophistication with larger companies more likely to
have access to more sophisticated facilities. The survey identified that larger companies are more
likely to have access to and make use of interactive and adaptable ILT materials as well as
conferencing facilities compared to smaller companies.

Whilst there are a number of companies for whom ILT is akey part of their training activities there
is a large component of business that do not make use of ILT at all for training purposes. These
companies tend to be concentrated in the primary, construction and retail and transport sectors —
partly a reflection the nature of the employment in those sectors and in some cases the relatively
low use of technology for business services.

However, smaller companies across all sectors are also less actively using ILT based training as
well asbeing less likely to providetraining at al.

Companies seem less willing to use ILT if they feel their employees are not computer literate and
that the delivery method may distract from the content of the learning material. In addition, it
seems essential that ILT materials are designed well. In a number of case studies employees are
using paper-based versions of the ILT based materials because they felt the paper-based versions
are easier to use or provided more detail.

Views of provision and methods

Companies using ILT can be split into four groups. smaller SMEs motivated by flexibility and time
saving but requiring mentoring; medium and larger SMES committed to promoting ‘learning’ more
widely within the company; companies that sought a specific training ‘topic’ that happened to be
delivered via ILT; and, companies in remote rural locations without easy access to training
providers.

Those companies that use ILT for training believe it is flexible, cost effective, and reliable and
focuses on the needs of people, although there is concern about the isolation, the lack of support
and the inability to monitor progress. For the smaller companiesin particular the role of the mentor
is seen as the most positive and crucial features of the training. In larger companies encouragement
by atraining or line manager has proved vital for the completion of training packages. This has
been more practical in companies employing learning centre managers.

Generally, however, there is till some way to go in terms of employers’ rating of the suitability,
availability and quality of different types of ILT based training. Only software based on computers
and CD ROMs received a positive rating in relation to these attributes. Thisis particularly true of
the perceptions of those not currently using ILT based training.



Those companies that have not used ILT based learning find it more difficult to identify the
advantages of such delivery, although a number recognise the potential of more flexible provision.
The main concerns of this group relate to the cost and effectiveness of such methods as well as the
issues associated with the lack of support identified by users.

In terms of employees, ILT based training is more likely to be used by managers than other staff.
In part this reflects the fact they are more likely to have access to computers and that they are more
likely to receive training in general. Thisis also true for employees of service sector companies
who are more able to fit the training around their work patterns.

However, the success of ILT within the company depends on a number of factors including:

[ Whether the company and the individual recognises that athough ILT offers
significant flexibility there remains the need for dedicated time to complete the
training

[ The characteristics of the individual, the level of persona motivation and self
determination, is central to ensuring the training is prioritised

[ The work patterns of the employee, e.g. shift work, will impact on the suitability of
ILT aswell asflexible learning packages more generally

[ Aptitude towards ICT in general will affect employees (and companies’) readiness to
undertake training in thisway.

Future use of ILT

For those that have used ILT based training the majority will continue to use it, despite the
reservations mentioned in the previous chapter. In addition, there is a significant proportion of
companies that actively undertake training and are considering using ILT based training for the first
time.

For those companies that are actively training but not expecting to use ILT training the main
reasons are because they believe it is not suitable for the type of training they are seeking to deliver
or that they are not interested in using ILT at al. Those employers that have not trained in the
previous 12 months are also less likely to use ILT based training in the future and for similar
reasons, athough there is a small number that felt they did not have enough experience of these
methods of training.



Encouragement to use ILT

From the results of the study it is possible to identify four groups of companies in terms of the
future likely use of ILT based training.

Companies currently using ILT based training including: @) smaller SMEs accessing the training
viaaprovider and motivated by flexibility and time saving but requiring mentoring; b) medium and
larger SMEs committed to promoting ‘learning’ more widely within the company; and, c)
companies seeking a specific training ‘topic’ for whom the mode of delivery is secondary. The
survey indicates that this group will generally continue using ILT base training methods. However,
continued use of ILT will depend on anumber of factors including:

[ the need for dedicated time to complete the training

[ the characteristics of the individual employees and their attitudes towards the training

[ the work patterns of the employee

employees’ aptitude towards ICT in general

Companies currently training but not using ILT. These will be more difficult to convince of the
benefits of ILT because the person responsible does not perceive there to be any benefits for the
company from doing so. This is confirmed by the fact that relatively few companies in this
category stated they were unhappy with their current training practices and likely to change. Many
stated that in their view ILT it is not suitable for the type of training they are seeking to deliver and
in some cases companies remain disinterested inusing ILT at all.

Employers not undertaking training, a group dominated by SMES, are also less likely touse ILT
based training in the future. Better information provision of the nature and availability of training
packages seems the most obvious way to improve levels of use. For example,

[ small, mature businesses with little expectation of growth in either output or
employment terms is the largest and the most difficult group of businesses to penetrate.
Thefirst hurdle will be to promote the need for training itself amongst this group, and a
key method of engaging this group is often through a specific business problem

[ small, young companies that are seeking and expecting to grow often do not have time
or money to train new people and lack formal management skills. These organisations
are likely to be receptive to quick solutions and require little administration.

\%



Better information provision of the nature and availability of training packages seems to be the
most obvious way to improve levels of use. However, the results of the survey indicate that there
seems to be little that can be done to encourage the last two groups of companiesto use ILT based
training. A small number may be persuaded by financial support or easier identification of high
quality materials.

Measuring changes in training practices

The study team was also tasked with identifying possible indicators that would serve as a
benchmark to measure future trends. The current position nationwide is summarised below:

[ staff training was provided by 39% of respondents throughout the UK over the previous
12 months

[ 42% of companies have dedicated training resources and 58% have none

[ of those with dedicated training resource less than half (49%) have a nature of separate
room set aside for staff training and a third (33%) a Learning/training centre

[ 19% of respondents stated that they provided staff training using ILT

[ the most common training method used over the previous 12 months is on-the-job
instruction with no qualification (used by 29% of respondents for manager training and
42% for other staff training)

[ the most common training material used over the previous 12 months is paper based
text books (used by 47% of respondents for manager training and 39% for other staff
training)

[ the most common ILT training materials used over the previous 12 months is software
installed on own computer (used by 31% of respondents for manager training and 23%
for other staff training)

[ the likely future use of ILT-based training amongst current users is 88% but only 27%
amongst non-users.

VI
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Background

The Government’s Green Paper “The Learning Age’ emphasises both the economic and
socia benefits of increasing participation in learning and for the first time sets out a clear
vision of how thisgoal can be achieved.

A magjor challenge identified is to increase employers’, particularly SMES', participation in
learning. It is anticipated that the effective development, promotion and delivery of
flexible learning, especialy flexible learning that uses ILT will play a major part in
overcoming the barriersto learning identified by employers.

In September 1999 Segal Quince Wicksteed (SQW) was commissioned by DfEE to
undertake research to assess employers use and awareness of flexible learning and to
examine how different methods of learning are being implemented by companies. The
research particularly focussed on small and medium sized enterprises (SMES) use of
Information and Learning Technology (ILT) and had three key objectives:

[ to gauge the current level of awareness and use of more flexible learning methods
amongst employers

[ to ascertain how ILT is being used for learning purposes in SMEs and whereiit is
not, what are the barriers preventing further take up of this method of learning

[ to identify the factors which enable flexible learning to be successfully
implemented in some SMEs and not in others.

Methodology

Flexible learning is a common-place term in the education and training sector. However,
the concept and definition overlaps with other frequently used terms such as open or
distance learning. Generally, these are used to describe learning that emphasises ease of
access. However, the key principle seems to be that flexible learning is centred on the
individual’s needs or as is commonly described “learning what you want, where you want,
when you want, at the pace you want”. This is the working definition that has shaped our
approach to this research since it is not too narrow and likely to become obsolete and
avoids the danger of getting drawn into an academic debate when the primary aim of the
research isto gain practical feedback from employers on the methods of learning they are
aware of and are using.
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1.9

Communicating the agreed definition to employers through a survey posed a separate
problem as businesses tend not to be aware of the terms used by education and training
sectors. Therefore, in undertaking the research we have not used the term ‘flexible
learning’ directly with employers and have instead concentrated on identifying the specific
method of delivery to avoid using a term that employers are not familiar with and thereby
be in danger of not capturing all the relevant training activity.

Our research was undertaken in two stages:

[ a telephone survey with a representative sample of 1,633 employers between
March and May 2000

[ case studies with 18 SMEs, during the summer of 2000, that have successfully
implemented flexible learning in the work place.

This report combines the findings of the telephone survey and case studies to provide a
holistic picture of employers’ approaches to training and their use of Information Learning
Technology (ILT). The remainder of this chapter outlines the methodology used for the
employer survey and for selecting the case studies. It aso sets out the characteristics of
the companies that participated in the research.

Survey methodology

Sample

The research sought to undertake a telephone survey with a total of 1,600 companies
identified from a commercial database. In order to ensure geographical coverage of the
survey a sample frame was constructed based on 100 responses from the 12 regions
(Scotland, Wales Northern Ireland and nine English RDA regions). It was then stratified to
ensure a representative response from each region by size of company and industry sector.
In the report thisisreferred to as the total sample.

The total sample also included:

[ 400 companies within the four University for Industry (Ufl) target sectors. These
were identified through definitions provided by Ufl (see Annex A). The Ufl
boosted sample was defined and analysed on a national level with targets for
regional representation. This sample is referred to as the Ufl Sectors sample in
the analysis
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[ extended interviews with 200 SMEs, 100 that provided ILT based training and
100 that provided non-ILT based training during the previous 12 months. These
were selected on a random basis from the full ssmple. The analysis refersto this
sampl e as the extended SME sample.

Results were weighted prior to analysis based on region, sector and size to ensure the
sampleis representative at a national and regional level.

Pilot

We undertook a pilot survey of 40 companies, drawn up by size, sector and use of ILT for
training, during December and January 1999-2000. The aim of the pilot was to test the
survey guestionnaire and to ascertain the impact of mailing potential respondents before
telephone contact was made.

A hundred and fifty employers were sent a letter on DfEE headed paper outlining the
purpose of the survey and giving notice that they might be contacted in the course of the
following week. A further 165 were not contacted by letter. The pilot found that the
overal response rate for pre-mailed contacts was 20% compared to the overall response
rate for non-mailed contacts of 12%. Given the poor overall response rate obtained during
the pilot, it was recommended to pre-mail a sample of 8,000 employers for the main
survey. A sample population of this size allows for a response rate of 20%.

A second key finding of the pilot survey was that the wording of the questionnaire
contributed towards a poor response to some of the questions. In particular, employers are
not comfortable or familiar with the terminology ‘staff development’ and ‘learning
opportunities'. It was therefore agreed to revert to using ‘training’ which was substituted
successfully during the pilot. Theterm ‘training’ has also been used in this report to report
the findings although the term ‘learning’ is also used where relevant. For further details of
the pilot survey, the Pilot Report is attached in Annex B.

Employer Survey

DfEE issued a letter to the selected companies to make them aware of the survey in early
March and the companies were interviewed during March, April and May 2000. The
employer survey covered the following broad areas:

[ company information. Sector, size, status

[ training resources: Whether company has designated training resources or
facilities



[ training activity: the extent and nature of training activity
[ use of ILT: the extent to which companies use ILT based methods for training

[ views on provision: in relation to quality, appropriateness and advantages of
different methods

Sfuture use of ILT: and support required.

Characteristics of respondents

1.15 In total we achieved 1,632 responses to the survey with roughly equal proportions from
each of the 12 regions. Of the two additional samples 283 extended SME and 406 Ufl
sector responses were achieved. The characteristics of the total, and where appropriate
those of the SME and Ufl samples, are outlined in the following sections.

Sector

1.16 The table on the following page demonstrates respondents to the total sample followed
closely the national structure with the largest proportion coming from the wholesale/retail
trade, financial intermediation and manufacturing sectors.

Table 1.1: Response by sector

UK Total Sample

National SIC Breaks No. % No. %
Agriculture, hunting, forestry & fishing 179,485 9% 112 9%
Mining, quarrying inc oil & gas extraction 1,855 0.09% 7 1%
Manufacturing 182,780 9% 149 12%

Electricity, gas & water supply 315 0.02% 1 01%

Construction 212,115 10% 74 6%

Wholesale & retail trade 576,665 28% 474 39%

Transport & communication 84,165 4% 59 5%

Financial intermediation 534,470 26% 210 17%

Public administration & defence 86,055 4% 88 7%

Other services 183,155 9% 52 4%

Total 2,041,060 100% 1,226 100%

117 Intotal weinterviewed 406 companies in the Ufl target sectors. These included:

[ 91 environmental companies

[ 95 automotive companies

[ 108 multimedia companies

[ 112 retail/ distribution companies.

4



Employment sizeband

1.18 Theoveral size structure of the total sample broadly reflects that of the national structure,
athough the sample is skewed away from the smaller (1-4 employees) businesses in order
to ensure a higher level of response for companies in larger sizebands.

Table 1.2: Respondents by sizeband

Sample Framework Total Sample

National Sizeband No. % No. %
1-4 1,536,585 75% 772 47%

5-10 303,965 15% 400 25%

11-24 125,945 6% 247 15%

25-49 37,375 2% 99 6%

50-99 17,245 0.8% 43 3%

100-199 9,750 0.5% 34 2%

200-499 5,735 0.3% 18 1%

500+ 4,460 0.2% 10 1%

DK 0 0% 9 1%

Total 2,041,060 100% 1,632 100%

Location

1.19 Table 1.3 below sets out the number of interviews achieved in each region and compares
this with the representation of each region in the weighted data set. The weighting given to
each regional sample ensures accurate national representation, i.e. the South East and
London represent a higher proportion of the weighted sample compared to Wales, Northern
Ireland and the North East.

Table 1.3: Regional representation of responses

Number of Interviews = Weighted representation

NE 122 7% 53 3%

NW 148 9% 143 9%

Y&H 134 8% 109 7%

EM 116 7% 110 7%

WM 135 8% 138 8%
Eastern 127 8% 131 8%
SE 192 12% 277 17%
London 150 9% 269 16%
sSwW 183 11% 191 12%
Wales 116 7% 69 4%
Scotland 126 8% 110 7%
N Ireland 83 5% 31 2%
TOTAL 1,632 100% 1,633 100%

Status of organisation

1.20 The following table illustrates the status of the companies contacted for the total sample
(1,632). The majority of those interviewed are independent businesses reflecting the size
structure of the sample.
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Table 1.4: Status of organisation

Status No. %

Independent Business 1,370 84%

Branch/Subsidiary of a larger business 198 12%

HQ 26 2%

Public Sector Organisation 21 1%

Registered Charity 10 0.6%

Other 6 0.4%
Total Weighted 1,633
Un-weighted 1,632

Note: % calculated on weighted total

Users of ILT for training

Over 300 respondents (19% of the sample) were classified as ILT users (those having used
ILT for training in the previous 12 months). On the whole these were companies in service
sector industries with the highest proportion in other services (39%) and public
administration and defence (29%). This compares with companies in the primary and
secondary industries where ILT use is less widespread.
companies in the construction industry and 11% in manufacturing are ILT users. Table 1.5

gives amore detailed breakdown of these variations.

Table 1.5: Use of ILT by sector

National SIC Breaks ILT User
Agriculture, hunting, forestry & fishing 10%
Mining, quarrying inc oil & gas extraction 16%
Manufacturing 11%
Electricity, gas & water supply 0%
Construction 8%
Wholesale & retail trade 16%
Transport & communication 14%
Financial intermediation 32%
Public administration & defence 29%
Other services 39%
Total Weighted 312

Unweighted 354

Base: All respondents
% calculated on weighted total

Larger companies are more likely to use ILT. Over 50% of companies with over 50
employees make use of ILT compared with only 17% of companies in the smallest

sizeband.

For example, only 8% of
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Table 1.6: ILT use by sizeband

Sizeband
ILT Status 1-10 11-49 50-199 200+
ILT Users 17% 31% 52% 54%
Non-ILT User 83% 70% 48% 38%
Total Weighted 1428 150 25 13
Unweighted 1172 346 77 27

Base: All respondents
*% calculated on weighted total

In the four Ufl target sectors, the highest proportion of ILT usersis retail and distribution
(30%). Both automotive and environmental sectors have lessthan 10% ILT users.

Table 1.7: ILT users by Ufl sector

Ufl Sector Sample

ILT Status Multimedia Auto Retail/Distrib. Environ
ILT User 21% 7% 30% 9%
Non-ILT User 79% 93% 70% 91%
Total Weighted 108 95 112 91
Unweighted 108 95 112 91

Base: All respondents  *% calculated on weighted total

Employees’ use of computers

The use of computers as part of employees’ daily work reflects the same trend with the
highest proportion of staff using computers employed by larger service sector companies.

The use of computers as part of daily work also differs significantly by occupation. Only
20% of the respondents employing operational staff report that these employees use a
computer and the proportion of respondents with craft workers using a computer is also
quite low (38%). In contrast, 71% of the respondents employing office workers and 62%
of the respondents with managerial or professional staff stated that these employees make
use of computersin their daily work. The table below gives some indication of the number
of employees concerned. The reported number of employees is over 43,000 of which 45%
use acomputer as part of their daily work.

Table 1.8: Proportion of staff using a computer as part of their daily work

Base: Respondents That Employ Any of The Staff Specified

Number of
Occupations employees Using PCs Not using PCs
Managers/Professional 7,673 5,332 69% 2,180 28%
Office workers and Support staff 13,572 10,929 81% 1,844 14%
Technical and Craft staff 6,736 1,863 28% 4,468 66%
Operative staff 11,960 2,165 18% 6,632 55%
Total 43,260 19,683 45% 11,941 28%
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This pattern is reflected in the responses from different sectors. At the extremes, only 30%
of agricultura companies stated that employees use computers whereas over 62% of
business services and financial sector stated that all of their employees use computers as
part of their daily work. Other sectors, for example manufacturing or health, indicate a
wider range of use levels. Whilst 32% of manufacturing and 31% of health companies said
that no employees use computers, 30% stated that all their employees use computers as
part of their daily work.

Case Studies

The case studies provided an opportunity to explore some of the issues identified in the
survey in more detail with arange of SMEs. The issues covered included:

[ the nature of the flexible learning being undertaken and the materials used and
the extent to which it is embedded within the company

[ the source, nature and quality of the materials used, including the impact on
training costs

[ the reasons behind the use of flexible learning and the perceived advantages and
disadvantages

[ the suitability of different methods of learning for different employees

[ the use of ILT based flexible learning materials

[ likely future use of flexible learning and in particular ILT based learning

Thetopic guides used for the case studies are attached in Annex C.

Companies were identified mainly through recommendation from training or industry
organisations such as the NTOs, FE colleges and ADAPT programmes. The case studies
included arange of companies ranging from one-man bands to larger SMEs employing 250
people and represented both manufacturing (including textiles, motor industry, plastics,
coatings, and biotechnology) and the service sector (including transport, health care, arts
and other services). Details of the sector, location and size of these companiesis set out in
Table 1.9.



Table 1.9: Case Studies by sector, location and size

Industry Location Company Size
Manufacturing
Textiles
Case Study 1 Blackburn 160
Motor Industry
Case Study 2 Ayr 250
Plastics
Case Study 3 Blackburn 4
Coatings
Case Study 4 Cardiff 60
Case Study 5 Aberdeen 65
Case Study 6 West Yorkshire 120
Case Study 7 Bolton 22
Case Study 8 Manchester 175
Case Study 9 Essex 250
Case study 10 Uxbridge 250
Biotechnology
Case Study 11 Surrey 15
Service Sector
Transport
Case Study 12 Bracknell 4
Health Care
Case Study 13 Ascot 200
Arts
Case Study 14 Surrey 1
Case Study 15 Lincoln 1
Case Study 16 Leicester 3
Case Study 17 Corby 1
Other Services
Case Study 18 Peterhead 1

1.30 Achieving the eighteen case studies proved a difficult exercise for a number of reasons:

[ the number of companies identified through the survey was smaller than
anticipated and their willingness to take further part in the study not forthcoming

[ not all organisations contacted were able to give examples of companies that are
pro active in their use of flexible learning, especially I T based flexible learning

[ a significant number of companies contacted did not wish to take part mainly
because they did not have the time to participate but in a few instances because
they did not consider that the company qualified (i.e. are not pro active in terms
of their attitude to training)



Report structure

1.31 Theremainder of the report reflects the structure of the questionnaire outlined earlier and
where appropriate, interweaves the findings from the case studies:

[ Chapter 2: Training systems and resources

[ Chapter 3: Training activity

[ Chapter 4: Use of ILT based training

[ Chapter 5: Views of provision and methods

[ Chapter 6: Futureuse of ILT

[ Chapter 7: SME extended survey

[ Chapter 8: Ufl sectors

[ Chapter 9: Conclusions and recommendations.

10



Training systems and resources
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2.2

2.3

Introduction

This chapter examines the nature of respondents’ systems and resources dedicated to staff
training. This provides a context for understanding the types of companies that may be
using different approachesto learning.

In this chapter and throughout the report we have used the phrase ‘training resources to
encompass training systems, such as appraisals, training plans and budgets, as well as
training resources, such as a training manager or atraining facility.

Training Resources and Facilities

Just over two fifths of respondents (42%) stated that they have dedicated training
resources. This proportion differs between:

[ regions, the proportion with training resources is significantly higher in
Yorkshire & Humberside, London, the South East, and the North West, but is
very low in Northern Ireland, Wales and the Eastern region

Table 2.1: Training resources by region

Regions Have training facilities
Y&H 52%

London 48%

NW 47%

SE 47%

EM 44%

Scotland 40%

SW 36%

NE 35%

WM 35%

Eastern 32%

Wales 27%

N Ireland 21%

Total Weighted 1,633
Unweighted 1,632

Base: All respondents
* % calculated on weighted total

[ sectors, there is a noticeably higher proportion of respondents with training
resources in the service sector. At the extremes are public administration and
defence with 80% of respondents with dedicated training resources and primary
industries such as mining with only 32% responding positively

11
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Table 2.2: Proportion of respondents with training resources by sector
National SIC Breaks

Mining, quarrying inc oil & gas extraction 32%
Manufacturing 38%

Electricity, gas & water supply 50%
Construction 38%

Wholesale & retail trade 38%

Transport & communication 53%

Financial intermediation 49%

Public administration & defence 80%

Other services 47%

Total Weighted 1,633
Unweighted 1,632

Base: All respondents
* % calculated on weighted total

[ company size, 93% of companies employing over 100 employees have dedicated
training resources compared to 32% of companies in the 1-4 employee sizeband
and 61% of those with 5-10 employees.

Chart 2.1: Training resources by size of company
Base: All Respondents (weighted sample 1,633; unweighted sample 1,632)

100%
90% +—
80% 1+
70% +—
60% +—
50% +—
40% 1+
30% A
20% -
10% -

0% -

1-4 5-10 11-24 25-79 50-99 100-199

ONo training facilities Company Sizeband

B Have training facilities

Nature of dedicated staff training resources

The most common training resource is a senior manager responsible for training within the
company, thisistrue of 27% of al respondents (see Chart 2.1 below). A further 18% have
atraining plan and the same number have a formal appraisal system. The least common
dedicated training resource is a separate facility for training, which has been set up by only
12% of respondents.
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Chart 2.2: Nature of training resources
Base: All Respondents (weighted sample 1,632; unweighted sample 1,633)
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25 Again, there are variations in the nature of resources dependent on the sample
characteristics. For example:

[ the trend described above is reflected throughout the regions with the exception
of the North East, where the most common training resource is a designated
training plan (29%)

n in terms of sizeband the nature of the resource varies with size of company.
Smaller companies tend to have a training manager but no budget whereas larger
companies utilise a wider range of resources. Charts 2.3a-d illustrates the
difference across the range of sizebands

Chart 2.3: Training resource by size of company
Base: All Respondents

W Dedicated training budget 0O Formal system for staff appraisal

@ Senior manager responsible for training B Facility for staff training

ONone

Companies with 14 Companies with 11-24
employees employees

Companies with 50-99 Companies with over 500
employees employees
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2.6

[ the sector with the widest range of resources and facilities is the public
administration and defence sector, with each of the different resources adopted by
between 40% and 60% of respondents. Other service sector industries also
appear to have a higher proportion of companies with training resources, in
particular a combination of budgets, appraisal systems and separate facilities.
Construction, transport and energy industries also have a high proportion of
respondents with a responsible manager but few other committed resources
whereas agriculture has very few respondents with any training resources at all in
place. Chart 2.4 illustrates the difference across the sectors

Chart 2.4: Training resource by sector
Base: All Respondents (% calculated from weighted sample)
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oil & gas extraction (7) 1
Agriculture hunting,
forestry & fishing (299)

0% 10% 20% 30% 40% 50% 60% 70%

OResponsible Manager OPlan @Appraisal system OBudget B Separate facility

The tendency for SMES, even those actively promoting training within the company, to
operate without a budget is borne out by the case studies. Out of the 18 companies, only 6
have a dedicated budget with the mgjority relying on informal processes to obtain funding
for training. However, in most cases this is not considered a negative factor by training
managers as it offers greater flexibility to obtain the training needed without the constraints
of afixed budget. Whilst this obviously works to the advantage of those implementing
training in more proactive companies, in companies that do not promote training the need
to request and justify funding for training on an ad hoc basis may be a barrier.
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2.7 The lack of separate facilities in the smaller companies could also, on face value, be taken
as a negative factor in terms of their commitment to training. However, further
investigation through the case studies indicates that this is not necessarily the case. In
particular, for the micro companies (i.e. those employing between 1-4 people) a separate
training room is not an option for both:

[ business reasons e.g. because of the cost or lack of space

[ practical reasons e.g. such a facility is not necessary for training to take place
because the levels of disruption are not so great with only two or three people.

Characteristics of separate training facilities

2.8 Just over 12% of the total sample stated that they have separate training facilities in place.
Nearly half of these have a room set aside for training. One third of those with training
facilities have learning centres'. Fewer companies have in place computers for training
(25%) and a resource library (20%). Just 9% of respondents with separate training
facilities stated that these are on-line. This would seem to indicate that where companies
make a commitment to training they are willing to invest in the necessary facilities but that
overall this represents avery small proportion of the population.

Chart 2.5: Characteristics of training facilities
Base: Respondents with separate training facility (weighted sample 168, unweighted sample 254)

Library of materials
for staff use

Computers available
for staff training

Learning/training
centre

Room set aside for
staff training

Permanent on-line
training

0% 10% 20% 30% 40% 50% 60%

29 The case studies indicate that where companies have invested in the necessary facilities
they experience benefits to their investment, both directly and indirectly. In particular
those case studies with Learning Centres experienced:

! for the purpose of this study the following definition was agreed with DfEE ‘a permanent accommodation that is staffed and
resourced on a continuous basis’
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213

[ an increase in the level of training being undertaken by employees, both job
related and for personal interest

[ training available is of a more flexible nature, which can be adjusted to meet
business demands

[ financia benefits-having purchased the packages they can be utilised with any
number of employees so despite the initia outlay the benefits make it cost
effective

[ customers acknowledge that the company has a dedicated training facility.

The pattern of investment in training facilities is common across the UK with no
significant regiona variations. However, there are differences between sectors and
according to the size of companies. Generadly spesking, the number of
manufacturing/production companies with a separate facility is lower than the service
sector. However this does not mean that the service sector facilities are more sophisticated.
Indeed, whilst aroom set aside for training is the most common facility across all sectors,
the companies with alearning centre and ILT based facilities come from arange of sectors.

In relation to company size, larger companies are both more likely to have separate
facilities and have more sophisticated resources. For example, whilst over athird (34%) of
those in the 1-4 sizeband with a separate facility use on-line or training centres, 71% of
those employing over 100 with separate facilities have these features available.

The instance of on-line learning, however, remains relatively low. The case studies
suggest that even where on-line training is available, in the majority of casesthe ILT based
training is delivered by CD-ROM. Very little training is actually undertaken on-line and
the usual practice isto download text based documents that are then either printed and used
in paper format or completed off-line. There seems to be a mixture of reasons for this:

[ the perceived or real cost of being on-line by businesses

[ the impracticality of retaining a connection over a long period of time for small
companies, in particular if the telephone line is also used for voice or e-mail

[ the nature of many training products.

The case studies also highlighted that a key factor influencing the pattern of investment and
the approach companies adopt to training is an individual’s commitment to the value of
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215

2.16

training for the company and the employees. Even in the more proactive companies
visited, more often than not the decision to invest in training facilities, the nature of those
facilities and the decision to investigate different methods of training has been driven by
the training manager, or one key individual with some training responsibilities, rather than
as a result of company policy or decision. In some companies visited, although this
individual ensures that training is an important aspect of the company culture it does not
receive support from all senior managers. The individual responsible for training had often
entered the company under a different role that changed after the flexible learning facility
was introduced. For example, one Learning Centre Manager took a personal interest in the
opening of the facility and ended his role in the financial management of the company to
undertake this new role full time.

Two case studies in particular illustrate the importance of the position in the company of
the person promoting training to the level of training possible within the organisation:

| Case Study 1: Independent manufacturing company employing 166 people.
The company considers itself to be not very advanced in its understanding of
training. Training is seen as a means of solving problems as and when they arise
and traditionally tended to be areactive exercise. However, the training manager
isnow a member of senior management and has succeeded in taking the company
through 1iP and through that process has been able to influence the level of
investment in the company and open resource a Learning Centre.

] Case Study 2: Independent manufacturing company employing 250 people.
Although the company has a formal training plan in place, training is not actively
promoted within the production departments/teams. However, limited provision
of flexible learning has been maintained in one team by the team manager,
although the Production Director has opposed wider workforce involvement.
Consequently, the benefit of the training has been limited to a small number of
staff rather than being a company wide activity.

Summary

Whilst overall the proportion of companies with dedicated training resources is low at first
sight there are several groups within the sample which seem to invest more and have a
wider range of provision than others. Where there is greater investment it tends to be as a
result of the commitment of an individual at a senior managerial level.

The respondents most likely to have more resources dedicated to training are larger service
and public sector companies, which goes some way to explaining the regional disparities
between for example the South East and the North East.
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2.18

One in three companies that do have a separate training facility are likely to have
developed this as a full learning centre. This suggests that where companies make a
commitment to support training, they are willing to invest in the necessary facilities and
many believe they are getting a return on their investment.

The use of on-linelearning is still low even amongst the most proactive companies.

18
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3.2

33

34

Introduction

Having illustrated the nature of investment in training resources, this chapter goes on to
explore the level of training activity undertaken during the previous 12 months.

Training undertaken

Over one third (39%) of respondents have undertaken training in the 12 months previousto
the survey. At first glance this would seem to compare unfavourably with previous
surveys, particularly Skills Needs in Britain (SNIB), which in 1998 indicated that 91% had
undertaken on-the-job training in the previous 12 months and 38% had undertaken off-the-
job training. However, it is important to note the impact of the sample structure on this
response rate, in particular in relation to company size. Unlike the SNIB survey the
sample, outlined in chapter 1 included companies employing fewer than 25 employees. As
is illustrated in the chart below only 31% of the companies employing between 1 and 4
employees (which make up 47% of the sample) have undertaken training in the previous 12
months. For al other sizebands the proportion undertaking training is over half, even as
high as 80% of companies employing over 100 employees.

Chart 3.1: Training undertaken in the previous 12 months by size of company
Base: All Respondents (weighted sample 1,633; unweighted sample 1,632)
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Therefore, what appears at first glance to be a much smaller proportion of companies
undertaking training is perhaps merely a more accurate reflection of the level of company
training activity throughout the business community.

Other factors influencing the response rate include location and sector and are discussed
below.
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35 The difference between the level of training undertaken in each region is clearly shown in
Table 3.1. This proportion differs significantly between the regions with the highest
proportion of companies undertaking training in Scotland and lowest proportion from the
East Midlands, West Midlands and, in particular, the North East.

Table 3.1: Training undertaken in the previous 12 months by region

Total
Regions Staff Training Weighted Unweighted
Scotland 54% 110 126
N Ireland 51% 31 83
NW 49% 143 148
Y&H 47% 109 134
SE 42% 277 192
Eastern 41% 131 127
UK 39% 1,633 1,632
London 37% 269 150
sSwW 36% 191 183
Wales 33% 69 116
EM 31% 110 116
WM 27% 138 135
NE 18% 53 122

Base: All respondents
*% calculated on weighted total

3.6 Reflecting the finding of the previous chapter, the highest proportion of those undertaking
training, in terms of sector variation, came from the service sectors. The highest
proportion recorded is 81% of the public administration and defence respondents, whilst
the lowest level of training is undertaken by agricultural (22%) and manufacturing (30%)
companies.

Chart 3.2 Training in the previous 12 months by sector
Base: All Respondents (weighted sample 1,633; unweighted sample 1,632)
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3.8

39

3.10

This lower level of training undertaken by non-service sector companies goes some way to
explaining the regional variances described earlier. The South East and London, which are
dominated by the service sector, are also regions with higher proportions of training being
undertaken compared to the Midlands, which has a higher proportion of production
companies.

Employees receiving training

The survey aso identified significant differences between the level of training undertaken
by different types of employees over the previous 12 months. The group of employees
most likely to have received training are managers (18%) and those least likely are
technical and craft workers and operative staff (5%). However, this figure may also be
distorted by the fact that smaller companies will have a higher proportion of employeesin
‘manageria’ roles.

Chart 3.3: Training in the previous 12 months received by employee type
Base: All Respondents (weighted sample 1,633; unweighted sample 1,632)
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This is reflected by the case studies. In the companies interviewed employing less than 4
people all those receiving training are classed as managers. However, in the remainder of
the case studies the balance is significantly different with a much wider range of employees
receiving training. In all of the manufacturing companies interviewed the flexible learning
has been provided for all staff but taken up more readily by support, technical and
operative staff compared to management staff. The technical coursesin particular are used
to train young recruits with the necessary job skills.

In terms of training areas, there is similarity in the nature of the training provided for
managers and professionals and for other staff. The range of training is illustrated by the
table below which also indicates the proportion of training undertaken by skill area. The
main differences between the groups are:

[ management training is the most common for managers (38%) followed by IT
user skills (33%)
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[ health & safety (34%) and customer care (25%) is the most common training for
other staff.

Table 3.2: Skills areas where training has been provided

Skills Area Management Other Staff
Management Training 38% 8%
Computing/IT User 33% 24%

Health & Safety 27% 34%

Customer Care 20% 25%

Computing/IT Support 19% 13%
Finance/Accounts 17% 15%

Industry/Market Knowledge 17% 15%
Technical/Professional Development 16% 16%
Marketing/Sales 13% 16%

Team Working 13% 16%

Quality 12% 16%

Communication Skills 12% 15%

Time Management 11% 8%

Clerical/Admin Skills 10% 16%

Supervisory 10% 7%

Typing/WP 9% 9%

Machine Operation 7% 11%

Induction 7% 11%

Production Process 6% 7%

Foreign Language Skills 3% 1%

Other 13% 8%

None 3% 4%

Total Weighted 488 461
Unweighted 577 617

Base: Respondents that have trained managers/other staff
Multiple Responses
Unprompted response

311 Somevariation isevident in the type of training between sectors, for example:

[ non-managerial staff in the hotel and restaurant sector are most likely to have
received customer care training (32%), whilst non-managerial staff in the primary
and manufacturing industries are most likely to have received training in machine
operation (manufacturing 24%, construction 30% and agriculture and fishing
50%)

[ those employed in health and social work are more likely to be trained in
teamwork (39%) compared with only 9% of the employees in the manufacturing
sector.

312 To alarge extent the difference in the type of training undertaken reflects the nature of the
sector and this is again borne out in regional differences. For example, for other staff the
dominance of health and safety training prevailed throughout the regions, except the South
East and East Midlands where clerical and administration training makes up the greatest
proportion.
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There is dso a tendency for interpersona skills such as time management and team
working to be more evident throughout the service sectors. For example, 25% of
companies in the retail sector trained managers in team working compared to only 12% of
companies in the manufacturing sector. A similar pattern is evident by comparing size of
companies. Smaller companies tend not to provide interpersonal skills training. As the
chart below illustrates, by comparing the training undertaken by the smaller companies in
the sample, the proportions undertaking training in clerical and IT user skills are more
balanced across the sizebands than the interpersonal skills.

Chart 3.4: Training undertaken by managers by size of company
Base: All Respondents ((Weighted sample 1,633; unweighted sample 1,632)
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Nature of Training Provision

The most frequently used training is on-the-job training that does not lead to a
qualification. Respondents use this form of training most frequently for other staff (42%).
However, fewer companies (29%) use on-the-job training most frequently for managers or
professionals. This group are more likely to have been on seminars/workshops.

Table 3.3: Most frequent training used for managers & other staff

Training Method Managers Other Staff
On-the-job instruction & qualification 10% 14%
On-the-job instruction & no qualification 29% 42%
Seminars/workshops 26% 11%

Class-based & qualification 13% 14%

Class-based & no qualification 7% 5%

Providing materials & qualification 4% 2%

Providing materials & no qualification 4% 2%

Total Weighted 488 461
Unweighted 577 617

Base: Respondents that have trained managers/other staff
Multiple Responses
*% calculated on weighted total
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The least frequently used training is provision of materials either with or without
qualifications attached, indeed over 70% of respondents noted that no managers or other
staff are trained using this method. This would seem to indicate the employers and
employees till prefer training, which includes face-to-face contact and personal support.
The case study interviews with the micro businesses (with 1-4 employees) also emphasised
this fact: the ‘mentoring’ linked to the management training being undertaken was a
crucial feature of the training for owner managers with no other managerial support within
the company.

Although the trend is similar, differences in emphasis are also evident between the nature
of training provided by those that have used ILT and those that have not. The general
pattern isthat ILT users are more likely to use class based training and materials frequently
than non-ILT users. However, the highest proportion of both groups uses on-the-job
training most frequently.

Table 3.4: Method used most frequently to train staff by the use of ILT

Managers Other Staff

Training Method ILT User ILT Non-User ILT User ILT Non-User
On-the-job instruction & qualification 9% 12% 9% 18%
On-the-job instruction & no qualification 30% 28% 40% 43%
Seminars/workshops 20% 32% 9% 12%
Class-based & qualification 16% 9% 22% 8%
Class-based & no qualification 10% 3% 7% 3%
Providing materials & qualification 6% 1% 1% 2%
Providing materials & no qualification 13% 3% 2% 2%
Total Weighted 266 222 201 260

Unweighted 297 280 266 351

Base: Respondents That Used Any of The Specified Methods To Train Managers/Other Staff
*% calculated on weighted total

The case studies identified that a broad range of training materials are often combined by
companies but also reinforce the fact that on-the-job training is the most favoured as well
as more flexible approach to training amongst all companies, no matter what the level of
investment in training resources. The key difference between companies, which became
evident through the case studies, is that those showing commitment to investing in training
are more likely to invest in materials for employees to use as and when the need arises as
well as using on-the-job training. Therefore, greater investment does not mean that
companies rely less on on-the-job training but that this is supplemented by additional
training opportunities for staff. This is particularly true of the companies that have
developed a Learning Centre.

| Case study 3: Manufacturing Company with 200 employees: The Learning
Centre was opened in March 1999 and initially the subject areas were restricted
to those most closely related to immediate workplace needs such as health and
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safety training. However, the company diversified the range of subjects on offer
to accommodate individual preferences and now offers over 180 different courses
covering communication skills, finance, IT, languages, marketing and sales,
operational management and people skills. The Centre has also opened its doors
to a wider audience and now alows employees family members to use the
facilities at off-peak times.

As mentioned earlier one of the main reasons for utilising materials instead of formal
courses is the ability to re-use the training with a number of employees. However, there
are al so negative aspects which companies need to overcome as illustrated by the following
case study:

| Case Study 4: Manufacturing company employing 65 people: The impact of
flexible learning within the company has been quite profound. They have moved
from a situation where no training was being undertaken 2 years ago to a point
where they now have several people on the distance-learning course. Despite this
turn around there are some barriers preventing the company doing more flexible
learning. Firstly, the status of the company as a SME means that time is limited.
Secondly, trainees have a tendency not to complete the course and therefore in
future the company plans to make completion of the course one of the conditions
of employment written into their contract.

The case studies also reinforced the fact that qualifications, in the main, are not central to a
business's requirement from training. For alarge number the only need for qualifications
are to provide employees with a sense of achievement or for marketing purposes.
However, there are severa caveatsto this genera rule:

[ Companies are more likely to invest in training with qualifications or training
from providers with a national profile for more senior employees. For example,
management training is perceived as being more expensive hence there is more of
adesire to gain accredited recognition for training undertaken

[ companies place more value on qualifications in relation to professional/technical
training, especialy if providing long-term training (e.g. HND/C, degree) for a
junior member of staff.

[ IT user training is the area where qualifications are least sought after and
materials used most frequently.
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Sourcing of training

3.20 Training undertaken is provided through in-house and external sourcesin even proportions.
However, materials are generally sourced in-house whereas courses are generally sourced
externally. Thistrend is similar for managers and other staff and for both the service and
manufacturing sectors.

Chart 3.5: Source of training provision
Base: All Respondents Providing Training
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3.21 It is likely that training sourced in-house makes up a large proportion of the training
undertaken on-the-job. One indication of thisis that the mgjority of training that is not on-
the-job is undertaken at the provider’s premises as is illustrated in the following table for
non-managerial staff.

Table 3.5: Main location of the last staff training activity for non-managerial staff

Locations Other staff
At the provider's premises 46%
At this location's training centre 4%
At company training centre elsewhere 4%
At employees' workstation 3%
At a rented venue 2%
Total Weighted 103
Unweighted 112

Base: Respondents for whom the format of last staff training was not on-the-job (Multiple Response)
*% calculated on weighted total

3.22 From the case studies it appears that the most proactive companies are often linked into
local and national networks. These contacts provide them with easy access to training,
both materials and courses, thus allowing them to build on their existing resources. Often
the relationships starts with one contact or by accessing one training course, which made it
possible for them to tap into the provision network. Typically this featured a relationship
with one of the promotional organisations (e.g. Business Link, a local college or NTO).
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Several of the companies stress that without this key contact they have no knowledge about
the training that exists or confidence in its quality. This lack of genera awareness is the
situation for the majority of those respondents not undertaking training. However, they
have not had the benefit of theinitial contact and access to the provision network.

Those not undertaking training

As indicated earlier, the larger proportion of the sample, 61%, have not undertaken any
training in the previous 12 months. These companies tend to be:

[ smaller companies

[ operating in the manufacturing or primary sector.

The regions with the highest proportion of companies not providing training were the
North East, West Midlands or East Midlands. The responses provide no clear indication
why companies are less likely to provide training although a higher proportion than the
average in each region stated that they rely on learning-by-doing only.

The majority of this group (64%) has never provided any training and is primarily made up
of smaller companies. In contrast, companies that have provided training between 12 and
24 months ago tend to be larger as the table below shows. For example, 69% of companies
employing between 1-4 employees have never provided training compared to 18% of the
companies employing between 25-99 employees. All of the companies employing over
100 employees have provided training within the previous two years.

Table 3.6: Last time respondent provided staff training opportunities

. Company Size
Time Lapse

1-4 5-10 11-24 25-99 100+
Less than 2 years ago 12% 33% 45% 59% 100%
More than 2 years ago 16% 9% 9% 12% 0%
Have not provided any 69% 50% 30% 18% 0%
Total Weighted 794 134 43 17 4
Unweighted 572 181 84 35 7

Base: Respondents That Have Not Provided Staff Training In The Previous 12 Months *% calculated on weighted
total

The main reasons given by companies for not having undertaken any training in the
previous 12 months are that:
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[ the company is a sole trader (31%) and presumably the owner does not perceive
that they have a training need or consider learning undertaken on an informal
basis as ‘training’

[ they have no issues to address (23%)

[ employees have the right skills required.

Nearly al (96%) of the companies that have not undertaken training in the previous 12
months stated that there was no need for training. Only a very small proportion (4%) felt
they have not been able to do so for one or other reason. The exception to thisis Scotland,
which has a lower percentage of companies that has not provided any training (56%
compared to 61% nationally), a higher proportion of which (16%) has been unable to
provide training.

Of the companies not able to undertake training, fewer than half have undertaken any
investigation into availability of training, citing lack of time as the main obstacle.

Summary

Although the proportion of respondents undertaking training in the previous 12 months is
relatively low (39%), this reflects the fact that only a small number of respondents with
fewer that 5 employees, which account for significant proportion of companies, undertake
training. Training activity is concentrated in the service sector and in larger companies
with the highest incidence of training in Scotland and the lowest in the East Midlands,
West Midlands and North East.

Lower levels of training activity are evident amongst smaller companies, companies based
in the North East, West Midlands or East Midlands and those operating in the
manufacturing or primary sector. The majority of companies not undertaking training had
not attempted to do so, stating that they had no identified need for training. Very few of
the companies that had not provided training had investigated provision with a view to
providing training but prevented from doing so.

A higher proportion of office and management staff receive training than any other
occupation and the most common training provided includes management training, ILT
user training, health and safety and customer care.

All companies favour on-the-job training whether they invest in additional training
resources or not. Investment in more sophisticated resources more often than not provides
an opportunity for staff to undertake further or optional training and does not replace on-
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the-job activity. Whilst on-the-job training is the most frequent form of training for all
staff, managers and professionals are more likely to receive formal training than other
employees and thisis more likely to lead to a qualification.

It seems that SMEs are currently very dependent on other businesses and business support
organisations for identifying and recommending training materials. Without this help they
feel they do not have enough knowledge about quality or content of training courses and
materials on offer.
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proactive as are staff attitudes towards training. This is illustrated clearly by one of the
manufacturing case studies where, although the training manager sought to promote training the
general attitude of other senior managers is that training should only be used to address
immediate difficulties. This makes the promation of training at more junior levels difficult.

In another of the case study companies the issue has not been the lack of support in terms of
acknowledging the need for training but the fact that this did not translate to recognition that the
training would require dedicated staff time. As aresult the time for the training is not being set
aside regularly or honoured by other members of staff and therefore the flexible ILT training has
not been compl eted.

Where companies promote training but do not have anyone employed in a supporting role the
take up is considerably lower than in those companies with an employee with dedicated
responsibility for providing learning support.

The character of the individual

In those companies where the opportunity to undertake training exists the personality of the
individual is a critical factor. In the companies where the learning centres have been set up the
managers are able to comment that the first individuals to use the centre are those aready
undertaking training, often out of work and driven by personal motivation. The interviews with
employees suggest that one of the key factorsin relation to flexible learning with no set timetable
is the motivation of the individual to complete the training, often spurred on by the achievement
of the qualification. Indeed, several of the employees consulted judged whether the flexible and
ILT training route was suitable or not depending on their self-discipline as well as personal
motivation.

It is however encouraging hearing of examples of some employees that have been reticent at first
when asked to undertake the training but have as aresult progressed. Theinitial reticence is often
generated by lack of confidence from poor achievement when younger, a long time since any
training has been undertaken or suspicion of the flexible learning method with a preference for
workshop/formal course based learning.

To redress this companies had sometimes resorted to using incentives. For example, a coatings
company offered financial incentives to junior staff to undertake technical based training.
Another company was considering making use of the Learning Centre aformal requirement of its
annual appraisal systems.

Employee’s role

In some instances the role of the individual has an impact on whether flexible learning is suitable
for them. Thisisevident in one case study in particular:
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[ | Case study 10: manufacturing company employing 20 people. The company is
currently supporting two employees that are undertaking training through flexible
learning methods. The first employee is an 18 year old employed in atechnical capacity
and undertaking a part-time degree course. The training is flexible enough to alow him
to combine the work-based-activities with his day-to-day work but also provides him with
a structure with fixed deadlines, which ensured that the work is completed. The second
employee is the company secretary also providing day-to-day administrative support.
The erratic nature of the workload meant that a fixed timescale and framework would not
be a suitable method of ensuring the training is completed. Instead the ILT based training
course allowed the employee to access the modules as required depending on the task in
hand and the pressure of work at that time.

The nature of the flexible training package

Taking into account the fact that different people have different learning preferences, as reflected
in the example above, the different features and elements of the package also affect its suitability.
An example of this is the level of support included in the training package. The individuals
consulted ranged from those that would not have undertaken any of the training without a close
relationship with a tutor fulfilling a mentoring role, to others that are happier to complete the
textbook or CD-ROM unsupported. The majority did indeed prefer an element of support for the
following reasons:

[ many found it difficult to sustain motivation to complete the packages with no support

[ lack of support meant that when some encountered a barrier or difficulty the training
would be set aside and not completed as there is no one to turn to for a solution

[ some trainees valued the opportunity to discuss the training with a tutor and would
otherwise find the experience lonely

[ the technical/IT capabilities of individuals varied within companies and therefore the
technical support meant that for them amain barrier was overcome.

Qualifications

The kudos attached to attending a course or seminar or the organisations hosting the training i.e. a
university, is also quoted as one of the difficulties encouraging employees to accept flexible
learning as avalid experience.

The qualifications attached to the training are one of the key ways employers and employees use
to gauge the quality and suitability of the training. However a mixed response is received from

47



542

543

5.44

5.45

5.46

the case studies with some employers and employees stating that qualifications are not important,
only that employees are able to carry out their work better on completion. Others stated that the
gualification isimportant in terms of recognition and future career development.

From the case studies, the companies that were currently engaged in training not linked to a
gualification tended to be the smaller SMEs, and especially the one-man-bands. This pattern
reflects the motive for undertaking the training which in the main was to resolve a current need
for their business.

ILT

Ancther factor considered by training managers is the employees aptitude towards computers,
which affects the readiness and ability to utilise ITL based training. In this respect the quality of
the package is very important as it can prove to be a de-mativating factor for those not
predisposed towards computers more generally. The degree to which this is an issue for a
company depends on the nature of the company itself i.e. service sector employees are more
likely to use IT as part of their daily work whereas those in the manufacturing sector may find
access to the equipment more of a barrier.

Summary

Companies using ILT can be split into four groups. smaller SMEs motivated by flexibility and
time saving but requiring mentoring; medium and larger SMEs committed to promoting
‘learning’ more widely within the company; companies that sought a specific training ‘topic’ that
happened to be delivered via ILT; and, companiesin remote rural locations without easy access to
training providers.

Those companies that use ILT for training believe it is flexible, cost effective, and reliable and
focuses on the needs of people, although there is concern about the isolation, the lack of support
and the inability to monitor progress. For the smaller companies in particular the role of the
mentor is seen as the most positive and crucial features of the training. In larger companies
encouragement by a training or line manager has proved vital for the completion of training
packages. This has been more practical in companies employing learning centre managers.

Generally, however, there is still some way to go in terms of employers' rating of the suitability,
availability and quality of different types of ILT based training. Only software based on
computers and CD ROMSs received a positive rating in relation to these attributes. This is
particularly true of the perceptions of those not currently using ILT based training.
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Those companies that have not used ILT based learning find it more difficult to identify the
advantages of such delivery, athough a number recognise the potentia of more flexible
provision. The main concerns of this group relate to the cost and effectiveness of such methods
aswell as the issues associated with the lack of support identified by users.

In terms of employees, ILT based training is more likely to be used by managers than other staff.
In part this reflects the fact they are more likely to have access to computers and that they are
more likely to receive training in general. This is also true for employees of service sector

companies who are more able to fit the training around their work patterns.

However, the success of ILT within the company depends on a number of factors including:

[ Whether the company and the individual recognises that although ILT offers significant
flexibility there remains the need for dedicated time to complete the training

n The characteristics of the individual, the level of persona motivation and self
determination, is central to ensuring the training is prioritised

[ The work patterns of the employee, e.g. shift work, will impact on the suitability of ILT
aswell as flexible learning packages more generally

[ Aptitude towards ICT in general will affect employees’ (and companies') readiness to
undertake training in this way.
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Introduction

Having ascertained respondents’ perceptions of the current provision of training materials and in
particular ILT-based materials, the survey and the case studies sought to identify what future
trends are likely to be in respect of patterns of use of ILT based training. This chapter sets out the
levels of likely future use of ILT based training, the characteristics of companies likely to do so,
the reasons for these preferences and what would encourage more companies to utilise these
training methods.

Levels of future use of ILT

The pattern of response in relation to likely future used of ILT based training mirrors current
practice. The highest proportion of companies predisposed to using ILT based training in future
are those currently doing so: The magjority of respondents currently using ILT to train staff will
continue to do so (88%) and a quarter (27%) of those not currently using ILT stated that they are
likely to start using ILT to deliver training. This trend is confirmed by the case studies. All of
the companies interviewed are intending to continue using the flexible training methods that they
have utilised, although in some cases the same packages would not be used again.

Chart 6.1: Likelihood that those providing training will use ILT in future
Base: All Respondents that provided training in the previous 12 months
Note: Percentages may not add up to 100% as a result of excluding respondents that couldn’t answer the question

ILT Users (312) ILT non-users (332)

8%
4%

21%

27%

88% 529%,

O Likely to start using ILT B Not likely to start using ILT 0O Non Known
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