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Glossary of acronyms
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DE&T Department for Economy & Transport
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HRD Human Resource Development
GVA Gross value added
RMs DE&T Relationship Managers
RSA Regional Selective Assistance

SEMTA Sector Skills Council for Science, Engineering, Manufacturing 
Technologies

SSC Sector Skills Council
WAF Welsh Automotive Forum
WAG Welsh Assembly Government
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Executive Summary

Background

1. Cambridge Policy Consultants (CPC) were commissioned by the then 

Department of Children, Education, Lifelong Learning and Skills 

(DCELLS)1 to undertake an evaluation of the ProAct programme.  A 

formative evaluation investigating early delivery issues was completed in 

January 2010.  The fieldwork for the impact evaluation was undertaken 

between October 2010 and January 2011 based on ProAct programme 

monitoring data collated when the programme closed to new applicants in 

July 2010 and fieldwork undertaken between September and November 

2010.

2. ProAct is a financial support package designed to help businesses cope 

with the recession and use this quiet time to upskill staff in readiness for 

the upturn.  The support package provides funding for training for 

employees who are on short time working, and wage subsidy support to 

help retain skilled staff who may otherwise be made redundant.  The 

programme had two specific objectives:

 to increase economic activity through boosting skills levels, 
productivity and efficiency; and,

 to safeguard existing jobs in key sectors of the Welsh economy.
3. To be eligible companies have to be viable but currently operating with 

short-time working and have a training plan that links training to a business 

case.  Support is provided by the then Department for Economy & 

Transport (DE&T)2 Relationship Managers and Human Resource 

Development (HRD) advisors to draw up the business case and training 

plan.  Applications are assessed by a panel comprising of representatives 

from the appropriate Sector Skills Council, Unions, DE&T and DCELLS.

4. The aim of this evaluation is to assess the short-term and longer term 

impacts arising from ProAct support.  The evaluation involved:

                                               
1 Now the Department for Education and Skills
2 Now the Department for Business, Enterprise, Technology and Science (BETS).
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 Interviews with 126 of the 237 employers who benefited from 

ProAct support3;

 Interviews with 283 employees who benefited from training 

supported by ProAct;

 Analysis of the ProAct business case and monitoring data for the 

237 companies.

 Interviews with Relationship Managers and Human Resource 

Development (HRD) Advisors involved in the delivery of the 

programme; and,

 Consultation with project stakeholders: Welsh Assembly 

Government – DE&T and DCELLS; The Welsh Automotive 

Forum (WAF); Sector Skills Councils and Wales Trade Union 

Council representatives.

Targeting and delivery

5. The pilot ProAct programme was launched in January 2009 and was 

purely targeted at the automotive sector.  In March 2009 ProAct support 

was opened out to all sectors.  The closing date was extended from March 

2010 to June 2010.  In parallel, Skills Growth Wales to assist businesses 

during the economic recovery phase was introduced from April 2010 (this 

is not subject of this evaluation).

6. Overall, 204 companies received ProAct support for non-Apprentice 

applications and 10,409 associated employees received wage subsidy 

support.  From April 2009, companies were also able to claim a grant of up 

to £2,000 in order to safeguard Apprenticeship positions that were under 

the threat of redundancy and ensure the completion of their qualification.  

A further 33 companies and 211 Apprentices were supported through 

ProAct with this funding just for Apprentices.

7. During the pilot phase WAF and a team of DE&T Relationship Managers 

were responsible for raising awareness about ProAct within the automotive 

                                               
3 This total includes 33 employers who only received support to safeguard an Apprentice 
under threat of redundancy.



6

sector.  Existing connections with automotive companies were strong and 

this proved very efficient and an important element in the very rapid launch 

of ProAct.  Following the roll out of the programme to other sectors in 

March 2009 HRD advisors became an increasingly important source of 

information about the programme.  The decision to avoid the active 

marketing of the programme was important in ensuring that the companies 

supported were genuinely considering redundancies and short time 

working.

8. There was, however, some concerns that training providers were actively 

marketing ProAct to all of their clients, particularly in relation to the support 

available for Apprentices where clusters of employers applied after hearing 

about ProAct from their existing provider.

9. Stakeholders provided some insight into the reasons why some 

companies chose not to apply for the ProAct support.  Firstly, the 

differential impact of the recession meant that not all sectors suffered to 

the same degree and, secondly, short time working is not as frequently 

used outside the manufacturing sector and so some sectors were 

ineligible.  Moreover, companies in sectors with predominately low skills 

simply have less requirement to retain their staff.

Application process

10.Overall, participating employers who were surveyed were very satisfied 

with the support they received in the preparation of the business case and 

considered that this stage of the application process was quite 

straightforward.

11.A third of applications did not progress to approval. Applications from 

companies in the manufacturing (non automotive) and retail sectors had 

higher failure rates.  This was linked to difficulties in demonstrating short 

time working, in producing a suitable workforce development plan or 

evidence of a viable future business plan.  One in five applicants withdrew 

from the process at this stage – in most cases the support was no longer 

necessary.
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12.Over 90% of applicants received some form of support from an HRD 

advisor or from their training provider, often when the company had good 

working relationship with the provider and had a clear idea of their training 

plan.  Company satisfaction with support was high (84%).

ProAct support training

13.The training supported through ProAct has been shaped by two core 

motivations:

 An employer-led rationale to ensure that training links closely to 

business needs and contributes to competitiveness; and

 An employee-led rationale to provide employees with 

transferable skills to support their position in the labour market 

whether with this business or another.

14.ProAct support requires that the vast majority of training is accredited but 

this has been interpreted flexibly.  In some cases, the company received 

support to map internal training to the Credit and Qualifications Framework 

for Wales (CQFW).  A wide range of training undertaken through the 

programme from industry specific training, health and safety training, 

leadership and management training, information technology, business 

improvement techniques and accreditation of internal trainer courses.

15. In around a third of cases the advice from an HRD advisor made a positive 

impact on the company’s choice of training.  Although in the majority of 

cases the company already had a fairly clear idea of the types of training 

they wanted, this was sometimes linked to previous support from an HRD 

advisor through the Workforce Development Programme.

16.Overall levels of satisfaction with the quality of the training and the 

flexibility of the provision were high with over 90% of employers surveyed 

of companies either very satisfied or satisfied.  There were some 

differences in satisfaction levels amongst employers surveyed in relation 

to the Further Educational (79%) and private sector provision (97%).  

ProAct has been able to provide feedback to learning providers as HRD 

advisors have logged the reasons behind companies’ choice of training.  
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This has proved a valuable resource for providers to understand precisely 

what they need to do to better meet company needs.

17.Around 60% of the companies surveyed had completed their training.  

Most of the remainder had made significant progress and most expected 

to complete their training.  Just over a third said they would not be able to 

complete as increased sales meant they were now too busy.  Some 68% 

of the Apprentices supported in surveyed companies had already 

completed and a further 6% were still in training.

18.The level of additionality of the training support varied according to the 

type of course undertaken.  Training in Lean production techniques, Train 

the Trainer and leadership & management would not otherwise have been 

undertaken without ProAct support, whilst health & safety and forklift truck 

courses would more often have been carried out anyway.  In many cases, 

the additional courses had been included in the company training plans 

following discussions with the HRD advisors.

19.Just 4% of the ProAct funding would have been provided by the company 

for the training in the absence of the programme.  This was against a 

background of significant cuts to training budgets in ProAct companies 

surveyed, down by an average of 76%.

Impact on business performance

20.Two thirds of companies surveyed considered that the productivity of their 

workforce had increased arising from improvements in the organisation of 

the workplace (69%), improved monitoring of quality (69%), increased 

flexibility of the workforce (82%) or improvements in the levels of individual 

employee responsibility (79%).  Almost all (93%), reported that ProAct 

support had a positive impact on staff morale.

21.A substantial majority of companies were able to highlight examples of an 

increase in competitiveness as a result of the training including:

 cost savings as a result of the training, through reduced wastage, 

being able to bring more work in-house or undertake internal 

training;
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 an improved ability to compete in their current and new markets 

– often as a result of senior management team having the 

confidence to delegate to newly trained subordinates while they 

focused on winning more orders;

 Almost a third of companies surveyed considered that they had 

been able to secure new contracts as a direct result of the 

support, representing 7% of their turnover.

22.Three quarters of companies surveyed considered they would have made 

additional redundancies in the absence of ProAct support, with 

significantly higher rates in the automotive and manufacturing sectors.  

Grossing up the impact for the programme as a whole gives an estimate of 

1,833 jobs safeguarded or 18% of total employment.  Larger companies 

(over 200 employees) reported proportionately fewer jobs safeguarded 

than their smaller counterparts.

23.Just over half of the companies surveyed considered that additional 

redundancies would have affected the company’s ability to compete in the 

future.  Another 13% of companies surveyed considered that they would 

have closed altogether.  These effects were felt more strongly in the 

manufacturing sector.

24.A fifth of companies surveyed (and 29% of companies supported through 

ProAct) had a non-Welsh parent company.  Of those surveyed, 63% 

considered that the ProAct support had a positive impact on the parent 

company’s attitude to redundancies within the Welsh operations.

Learner benefits from participation

25.We were not able to approach individual employees directly and so asked 

ProAct employers to distribute a postal questionnaire to their employees.  

This has delivered a low response rate (around 2%) with completed 

questionnaire returned by 283 employees in just 8 ProAct companies.

26.The characteristics employees who benefited from ProAct training reflect 

the wider characteristics of the manufacturing and automotive sectors –

most were male and relatively old (almost a third over 50), long-standing 
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employees (almost half had more than 10 years service with their 

employer).

27.As might be expected, the employees were relatively highly skilled – more 

than a quarter at Level 4 or above; but some 15% of respondents had no 

qualifications.  In the year before starting ProAct training, 35% of 

respondents had received training from their employer.  The majority of 

training (66%) had led to a certificate or qualification and most was carried 

out in the workplace (89%) and during working hours.

28.For the majority of respondents training had been chosen by their 

employer and just 5% chose all of the training personally.  Despite this, the 

majority of the respondents were satisfied with the quality of the training 

although a minority had mixed views with some training good and other 

aspects poor.

29.Satisfaction with training varied according to the type of course.  

Respondents rated the industry specific training the most highly.  Levels of 

satisfaction were lowest for business improvement techniques and soft 

skills training.  The main reason for dissatisfaction was the ‘lack of 

relevance to everyday work’.

Economic impact of ProAct

30.The total cost of the ProAct programme was £27m.  This is based on 

committed spend and not all companies will complete their training, the 

final cost of the programme may fall somewhat.

31.Quantifying the benefits arising from ProAct training over a relatively short 

time period is a challenge4. One measure of the benefit of training is the 

additional sales ProAct companies reported that they would not have 

secured without ProAct training including those who said they would 

otherwise have ceased trading altogether.  Taken together, these 

additional sales amount to an extra £74.6m or £20.1m GVA. 

                                               
4 In deriving these estimates we have made a number of assumptions that need to be read 
closely in Chapter 8 to fully understand the robustness of the estimates.
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32.The survey of companies reported that ProAct support safeguarded 784 

jobs that would otherwise have been lost.  Across the programme as a 

whole, we estimate the total number of jobs safeguarded to be 1,833 or 

18% of total employment in ProAct supported companies.  A cautious 

estimate of the value of these jobs is £74.7m.

33.The total GVA contribution from ProAct support is therefore £94.8m from 

the additional sales that ProAct training has helped businesses secure and 

the value of jobs safeguarded.  Total costs of the programme amounted to 

£27m.  This means that £3.51 GVA was generated for every £1 spent on 

ProAct.

34.The cost per additional job is £12,015. We think that this is a realistic but 

conservative estimate of the value of ProAct.  Throughout, we have taken 

a hard line on benefits and the value of the programme may well increase 

as the benefits from the training matures and the value of the safeguarded 

jobs persist.

35.Comparing programme performance on a like for like basis is notoriously 

difficult.  There is no direct comparison available in relation to a wage 

subsidy programme and particularly to a ‘defensive’ programme such as 

ProAct that operated through the deepest recession in 80 years.  One 

benchmark is the performance of Regional Selective Assistance in Wales 

that achieved a cost per additional job figure of £8,010.  RSA invested in 

business expansion projects and this estimate relates to the programme’s 

performance during a period of extended economic growth.

Conclusions and recommendations

36.ProAct has been a success.  The rationale for intervention was firmly 

rooted in the belief that without immediate support key parts of the Welsh 

economic infrastructure would be lost for good: from March 2006 to 

November 2008 13% of jobs in the Welsh manufacturing and construction 

sectors had been lost and there was a real concern that further closures

would not just remove key plants but hollow-out their supply chains also 

based in Wales.
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37.The speed at which the programme was designed and implemented was 

critical in the context of extended shutdown periods towards the start of 

2009 for some of the major vehicle manufacturers.  It is testament to the 

skills and hard work of the core and delivery teams that the rapid 

introduction of the programme has never been cited as an reason for delay 

and the delivery of the programme has itself demonstrated real innovation 

in its approach that deserve wider consideration.  Staff have adopted 

processes and procedures but not allowed them to get in the way of the 

objectives of the programme to serve the needs to employers who faced 

pressing financial problems and required a rapid decision.  Where courses 

needed to be accredited this has been undertaken rapidly – demonstrating 

that the vocational training sector can respond when required.

38.Although the wage subsidy support has been important in engaging with 

companies, and in a number of cases was vital in the survival of the 

business, ProAct training support has been key to ensuring improvements 

in workforce skills and organisation in companies increasing their 

competitiveness.  Requiring businesses to apply for support rather than 

just qualify has been crucial in ensuring that companies had a workforce 

development plan to address their problems that clearly linked training to 

business development.  Insitituting a panel that also involved external 

experts to make this judgement was central to the success of this 

approach. This is an important principle that needs to be more widely 

adopted in public support to ensure better value for public expenditure.

39.The support of HRD advisors, particularly in encouraging the take up of 

leadership and management and business improvement techniques that 

were not always a priority of the companies themselves, has been very 

important. This training has resulted in senior management being able to 

delegate some of their day-to-day concerns and focus on sales, marketing 

and strategy.  Staff training most often focused on increasing flexibility 

including training in new or busier areas of the business and in some 

cases ‘doubling-up’ health and safety training so that machines and 

production lines could still operate should those qualified to oversee 

production were not available.  Building closer relationships with the 
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employers applying for funding allowed the ProAct programme to make 

judgements in the context of the particular circumstances facing 

companies.

40.The training has brought a range of efficiency and productivity benefits to 

companies but fundamentally turned around the morale of employees.  

There are very real benefits from the companies being able to retain the 

highly qualified and experienced staff.  Some companies, mainly those in 

the automotive and manufacturing sectors, have enjoyed a turnaround in 

their prospects as the lower exchange rate provided a boost to their 

competitiveness and ProAct support has ensured that their skilled staff are 

in post ready to take advantage of this.

41.ProAct has now closed for new applicants and the development of its 

successor programme Skills Growth Wales (SGW) does focus on the 

training plan development of businesses.  We think that this is an 

appropriate development – the immediate need for support in the 

manufacturing and automotive sectors is no longer the case but SGW 

builds on the more additional aspects of ProAct support, that have real 

benefits in improving company competitiveness.

Lessons for Workforce Development 

42.The evidence from this evaluation of the short-term impacts arising from 

ProAct suggests that there are some important design features that 

underpin good performance and should be considered in the delivery of 

Workforce Development Programme  more generally.

43.The very flexible support provided by the core team, HRD advisors and 

ProAct panels have established that it is possible to work very closely with 

employers’ needs within demanding timescales but still ensure that there 

is a return on investment to the public.  This was manifest in a number 

ways:

 Companies have had to make a case for public support by 

closely linking investment in training to the survival and 

development of their business.  The emphasis on public 



14

investment where there was a clear business case has paid 

dividends in terms of securing high additionality in the training 

undertaken and wage subsidy support.  In future, public sector 

programmes will increasingly need to drive a harder bargain with 

employers and invest where they make most difference on a 

case by case basis.

 Those sectors that were the primary focus of ProAct –

automotive and manufacturing – have delivered the best results 

in terms of higher levels of additionality and better cost benefit 

ratios.  The results endorse the original focus on the key sectors.  

These are important sectors for the Welsh economy with higher 

than average GVA, strong supply chains and export 

performance.  Most importantly, these sectors have a depth to 

their labour force offering a range of employment opportunities 

and the basis for progression – 15% of ProAct employees in our 

survey had no qualifications but 49% were Level 3 or above.

 The majority of employers were satisfied with the ProAct process 

and many commented favourably on the speed, quality and 

flexibility of the advice provided.  The capacity of the ProAct to 

respond to companies’ demand for a wide range of training, often 

supporting the accreditation of different courses to meet specific 

needs should be adopted by other forms of work-based learning.  

A number of employers and stakeholders felt that a similar 

flexible approach would make Apprenticeships much more 

attractive to employers.

 ProAct also collated important evidence on the nature of the 

companies’ decision process in selecting appropriate course and 

providers.  This has meant that providers are able to access very 

immediate information on how they can improve the quality and 

relevance of their services to business.  This is also a feature 

that should become part of other workforce development 

programmes so that there can be a direct contribution to 

improving the supply-side of provision.
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1 Introduction

Background

1.1 Cambridge Policy Consultants (CPC) were commissioned by the 

then Department of Children, Education, Lifelong Learning and 

Skills (DCELLS)5 to undertake an evaluation of the ProAct 

programme.

1.2 ProAct is a financial support package designed to help viable 

businesses in Wales cope with the downturn and use quiet time 

to upskill staff in readiness for the upturn.  The support package 

provides up to £2,000 funding for training for employees who are 

on short time working, and wage subsidy support to help retain 

skilled staff who may otherwise be made redundant (also up to 

£2,000 per employee).  

1.3 ProAct support was initially introduced as a pilot project for the 

Automotive sector in January 2009 but then rolled out to eligible 

businesses from any sector from March 2009.  The intention was 

to offer support for a period of 12 months up to March 2010 but in 

practice ProAct accepted its final applications in July 2010.

1.4 The ProAct programme has a total budget of £48 million 

including a £9 million contribution from DCELLS, £31 million 

through Priority 3 Theme 1 of the European Social Fund (ESF) 

Convergence Programme (for West Wales and the Valleys) and 

£8 million through Priority 2 of the ESF Competitiveness 

Programme (for East Wales).  These themes aim to support 

productivity, adaptability and progression in employment by 

tackling low skills, raising skill levels and supporting interventions 

which improve systems for anticipating and responding to skill 

needs.

                                               
5 DCELLS is as of May 2011 the Department for Education and Skills.
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Programme Rationale

1.5 In 2008, a number of business representatives and individual 

companies called for the introduction of a wage subsidy scheme 

which was deemed to be necessary in order to put Welsh 

companies on a more equal footing with those in other parts of 

Europe. For example in Germany, through the Kurzarbeit 

system, the employer pays for the effective working time and 

receives a state allowance for up to 67% – depending on the 

worker’s family status – of the missing net wage, for a duration of 

up to 24 months.

1.6 In October 2008 the first All-Wales economic summit was held 

with the aim of bringing together representatives from across key 

sectors to discuss the issues facing the business community and 

what can be done to help both individuals and businesses cope 

with the economic downturn. The ProAct programme was first 

proposed at the third Wales Economic Summit on 5th December 

20086.  The programme had two specific objectives:

 to increase economic activity through boosting skills 

levels, productivity and efficiency.  Very few of the 

European support programmes offer both the wage 

subsidy and training support7.  A key rationale for ProAct 

was to ensure long term benefits were derived from the 

training subsidy provided to support viable businesses by 

making use of the downtime during less busy periods to 

upskill the workforce in preparation for the upturn in the 

economy.

                                               
6 http://wales.gov.uk/newsroom/businessandeconomy/2008/3986184/?lang=en
7 One of the few examples is a scheme in  the Czech Republic, where two ESF-
funded educational programmes – ‘Extend your knowledge’ (Vzdělávejte se) and 
‘Training is a chance’ (Školení je šance) – provide finance for the training costs and 
also for employees’ wage compensation for the time of their participation in the 
training. In Germany, employers also received subsidies, financed by the ESF, 
during 2009 and 2010 to offer additional training to staff on short-time work, with an 
easing of the usual eligibility requirements on training certification if the training is 
conducted solely in-house.
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 to safeguard existing jobs –  short time working is used 

in a number of sectors used to keep costs down during 

recession whilst helping to retain the skills base in 

preparation for any upturn.  However, this is often a short 

term measure and in the longer term the company may 

need to consider redundancies.  The provision of a wage 

subsidy as well as the wider support aims to influence the 

employer’s decision making process in relation to the cost 

of redundancies as well as helping them to overcome any 

short term cash flow issues.

1.7 There is relatively little evidence on how companies respond to 

recession8 – some see the ‘enforced’ downtime as an opportunity 

to invest in the skills of their staff others become very focused in 

the day-to-day battle for survival, most do not cut training 

budgets, at least initially but a recent analysis of training in a 

recession suggest that “there is evidence of reductions in the 

proportion of employees receiving training in a majority of firms, 

and in particular a decline in off-the-job training.”  There is some 

evidence that these responses are very sector-specific 9.

1.8 The pilot ProAct programme was officially launched by the then 

Deputy Minister for Skills in January 2009.  This pilot programme 

ran for three months and was targeted at the automotive sector.  

During this period the sector was severely affected by the 

downturn in vehicle manufacturing including the four month shut 

down period imposed by Honda.  The programme was 

subsequently rolled out and included other key sectors in Wales 

– manufacturing and construction in particular.

                                               
8 CIPD (2009) Labour Market Outlook – Winter 2008-09, Chartered Institute of 
Personnel and Development, London.
9 Mason G and Bishop K (2010) Adult Training, Skills updating and Recession in the 
UK: The Implications for Competitiveness and Social Inclusion, LLAKES Research 
Paper 10 published by the Centre for Learning and Life Chances in Knowledge 
Economies and Societies at: http://www.llakes.org.uk, p39

http://www.llakes.org.uk
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Economic context

1.9 Statistics on the number of employees in Wales highlight the 

impact of the recession on the Welsh economy at the time of the 

summit10.  This impact was particularly pronounced in certain 

sectors - over the period from March 2006 to November 2008 

13% of jobs have been lost in the Welsh manufacturing and 

construction sectors whilst other sectors showed a 3% growth in 

employment (figure 1.1).

1.10 This impact is mirrored by a consequent change in the level of 

unemployment in Wales.  Over the period from March 2006 to 

November 2008 the unemployment rate increased from 5.2% to 

6.5% - representing a 26% increase in the number of 

unemployed individuals compared to a 2% increase over the 

same period for the UK as a whole11.

Figure 1.1: Employment change by sector, Wales, Mar 06 - Nov 08

Source: ONS Employee Job Estimate Statistics (Wales)

1.11 At a UK level, the peak to trough fall in GDP was as severe as 

the early 1980s recession12.  The services sector made a larger 

                                               
10 ONS Employee Job Estimate Statistics (Wales)
11 ONS Annual population survey, Unemployment rate – aged 16-64
12 See Chamberlin G., Output and Expenditure in the last three UK Recessions, in 
Economic and Labour Market Review, Vol 4, No 8, Aug 2010, pp51-64, for a fuller 
discussion of the issues surrounding the recession and its impact on output and 
employment.
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contribution to the latest recession than in previous recessions, 

particularly in business and financial services.  Although, there is 

some evidence to suggest that this took a little longer to impact 

fully in employment terms – as figure 1.1 demonstrates that 

manufacturing sectors cut employment relatively quickly, 

financial and business service employment fell somewhat later –

something that a number of ProAct supported businesses in the 

finance and related sectors mentioned in our interviews.

Figure 1.2: Contributions to peak to trough falls in UK GDP by 
industry

-7

-6

-5

-4

-3

-2

-1

0

GDP Manufacturing
Agriculture & other
production industry Construction Services

1979 Q2 to 1981 Q1 1990 Q2 to 1992 Q2 2008 Q1 to 2009 Q3

Source: Reproduced from Economic and Labour Market Review, Vol 4, No 8, Aug 
2010, p54.

1.12 Other reasons have been given for the differential between the 

fall in output and employment observed in this recession13:

 In many cases employers entered the recession with 

stronger balance sheets and this has helped avoid the 

same level of crisis job shedding and employers have not 

used early retirement and the like as a form of easier job 

shedding. 

                                               
13 Gregg P and Wadsworth J, Employment in the 2008-2009 Recession, Economic 
and Labour Market Review, Vol 4, No 8, Aug 2010, p43.
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 The rapid reduction in interest rates, financial support to 

the banking sector and the fiscal stimulus from the 

government have helped maintain firms’ cash flow; and 

 Employees have responded very flexibly and accepted 

wage moderation very early in this recession, with some 

seeing lower wages and or reduced hours being better 

than outright redundancy. 

Programme design

1.13 ProAct support is flexible and offers up to £2,000 per individual 

towards training costs and a wage subsidy of up to £2,000 (at a 

rate of £50 a day) per individual whilst this training is being 

undertaken. 

1.14 Figure 1.2 provides an overview of the ProAct support process.  

A business case needs to be put forward and assessed by an 

expert panel.  The panel met bi-monthly and included

representatives from the appropriate Sector Skills Council (SSC), 

Unions, Department for Economy & Transport (DE&T) and 

DCELLS. Since the pilot, before being considered by the expert 

panel, two representatives of the ProAct team screen out those 

companies that do not meet the basic eligibility criteria.
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Figure 1.2: The ProAct process

Source: CPC based on WAG documentation

1.15 If the company is already receiving support through DE&T their 

Relationship Manager or Commercial Manager would usually 

have supported the company to develop their business case.  

The business case is required to demonstrate:

 financial viability of the business prior to the economic 

downturn.  The application form included the following 

evidence: recent and forecasted turnover; net assets; 

profit; customer order schedule; and new contract 

proposals.

 evidence of having introduced or planning to introduce 

short time working at a minimum level of 20% (one day a 

week) reduction in working time for approximately 40 

days over a 12-month period.

 evidence of having made or were considering making 

redundancies and introduced short time working as a way 

of avoiding redundancies. The risk of redundancies is 

assessed on a case by case basis with attention paid to 

the pattern of past redundancies and whether the 

company had already introduced short time working.
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 confirmation of having not received no more than 

€200,000 of  de minimis funding over the past three 

years.

1.16 If the business case does not meet the basic criteria the 

application is rejected or the panel requests clarification.  If the 

application is successful, an Human Resource Development 

(HRD) advisor will be assigned to help the company prepare a 

ProAct Training Plan14. The plan will include details of the 

individuals and the training they will be undertaking. Training 

should be strongly focused on achieving the outcomes described 

in the business case.  Ninety percent of the training should be 

accredited, involving either a part or full qualification The 

completed training plan and accompanying employee 

spreadsheet needs to be submitted for approval.

1.17 When the training plan application is approved the training can 

proceed and the wage subsidy can be paid.  The wage subsidy is 

paid direct to the company in arrears in four equal instalments in 

weeks 4, 16, 36, and 52 providing the ProAct training is being 

delivered to plan.  Training costs are paid directly to the training 

provider by the ProAct Team.

1.18 A second support option became available through the ProAct 

programme as the pilot rolled out in March 2009 in order to 

safeguard Apprenticeship positions.  This provides a wage 

subsidy of up to £2,000 per Apprentice to ensure the completion 

of their qualification and was introduced in response to a 

widespread concern that the downturn in the economy was 

particularly impacting on Apprentices.  This support did not 

require a ProAct training plan process.

                                               
14 This element of the support is not provided for Apprentice applications because 
these do not include a training component.
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1.19 Of the 237 companies benefiting from ProAct support, 33 

received support just for their Apprentices and given the 

differences in the nature and level of assistance, these have 

been analysed separately in the evaluation.

Evaluation aims and objectives

1.20 Figure 1.3 sets out the strategic context for ProAct together with 

the logic chain which links the inputs and processes to expected 

outputs, outcomes and impacts from the programme.  This logic 

chain provides the framework for this evaluation.

Figure 1.3: Logic chain for ProAct

Rationale
 to increase economic activity 

through boosting skills levels, 
productivity and efficiency

 to safeguard existing jobs
 to put Welsh companies on a 

more equal footing with those in 
other parts of Europe.

Inputs
 WAG funding contribution
 DCELLS/DE&T advisor time
 Employer staff time

Outputs
 Number of training completions
 Number of training qualifications
 Uptake of other training activity 

by businesses and individuals

Activities/Processes
 Production of a business case
 Identification of training needs 

and provision
 Wage subsidy support
 Training support

Outcomes
Business Outcomes
 Staff re-deployment into new 

occupations
 Retention of staff  under threat of 

redundancy
 Retention of Apprentices under 

threat of redundancy
 Changes in staff productivity
 Improved quality of 

service/product
 Adoption of new HRD procedures 

by companies
 Improved staff satisfaction / 

attitude or morale

Client Outcomes 
 Qualifications and skills gained
 Retention and progression with the 

same or another employer
 Additional training undertaken
 Soft skills gained

Process outcomes
 Improved inter-working with 

partner organisations
 Increased business awareness of 

workforce development support

Impacts
 Bottom line business benefits:  increased turnover, profitability, efficiency
 Increased customer satisfaction
 Reduced staff turnover/absenteeism

The evaluation of ProAct has consisted of two stages:
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 A formative evaluation to inform on early delivery issues, 

identify any constraints in the process and highlight early 

good practice.

 An impact evaluation after a year of operation in order to 

judge short-term outcomes and impacts.  

1.21 The formative evaluation is the subject of a separate report.  The 

main findings from the formative evaluation was that ProAct had 

made a good start and employers had highlighted a number of 

key strengths:

 The speed at which the programme was rolled out in 

response to the economic situation and linked to this the 

responsiveness of WAG in tweaking the programme in 

order to maximise the benefit to the Welsh economy.

 The business case assessment in both ensuring that 

support is provided to companies that are economically 

viable and in identifying potential opportunities which the 

training support can help to optimise.

 The feedback mechanisms – for example the process for 

checking the training plans to ensure that the training 

identified is linked into the opportunities in the business 

case.

 The flexibility of the ProAct delivery team, for example in 

helping to allow for the accreditation of internal bespoke 

provision.

1.22 This report details the findings from the impact evaluation 

covering the period from the start of ProAct in February 2009 

through to the close of the programme to new applicants in June 

2010. The methodology for this evaluation has comprised:

 Consultation with project stakeholders: Welsh 

Government – DE&T and the then DCELLS; The Welsh 

Automotive Forum (WAF); Sector Skills Council for 
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Science, Engineering, Manufacturing Technologies 

(SEMTA); Construction Skills; Wales TUC and Unite.

 Face-to-face and telephone interviews with 10 

Relationship Managers responsible for supporting 

companies with developing the business case.

 Face to face and telephone interviews with 10 HRD 

Advisors responsible for supporting companies with the 

training plan.

 In depth face-to-face interviews with fifteen companies 

and a sample of their learners who received ProAct 

support.  Four of these interviews were longitudinal and 

built on case study interviews undertaken during the 

formative evaluation.

 Survey of employers that received ProAct support.  

Including the case study interviews, 126 of the 237 

companies which received ProAct support were 

interviewed, representing 53% of participants.  Nineteen 

of these were companies benefiting from support for the 

completion of Apprenticeships only.

 Survey of ProAct learners with responses received from 

283 learners from eight companies representing 3% of 

the total number of employees expected to receive 

training supported by ProAct (10,620).

 Analysis of business case information for the 237 

participating employers.

1.23 This evaluation aimed to conduct a census survey of all 

employers receiving support from ProAct.  However, it was not 

possible to secure interviews with all employers – some refused 

to participate and others were not available during the fieldwork 

period.  Some 111 interviews were completed by telephone.  

Including the case study interviews, interviews were achieved 

with 126 of the 237 employers supported – representing 53% of 
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total employers supported.  Those employers interviewed were 

broadly representative of the sample frame by size, sector and 

location as outlined in the tables below.  

1.24 Although the numbers of companies in all sectors outside of 

construction, manufacturing and automotive are small, in many 

cases, we were able to interview a significant proportion of these 

beneficiaries.  Caution should be observed when interpreting the 

results for these smaller sectors, but we have no reason to 

suggest that the views of these companies are not representative 

of all the companies in these sectors that participated in ProAct.  

For example, eleven of the fourteen companies in the Finance, 

Property and business services sectors were interviewed.

Table 1.1: Employer interviews by sector
Sample PopulationEmployer sector

Number % Number %
Construction 34 27% 67 28%
Manufacturing (non automotive) 30 24% 62 26%
Manufacturing (automotive) 34 27% 62 26%
Finance, property and business services 11 9% 14 6%
Other community, social & personal service 
activities 10 8% 21 9%

Transport, storage, & communications 2 2% 4 2%
Retail and wholesale 3 2% 5 2%
Mining or quarrying 1 1% 1 0%
Health and social work 1 1% 1 0%
Total 126 100% 237 100%

Due to rounding percentages may not sum to 100%
Source: CPC Survey of ProAct Employers and ProAct MIS

Table 1.2: Employer interviews by size
Sample Sample FrameEmployer size band

Number % Number %
1 to 4 14 11% 24 10%
5 to 10 29 23% 52 22%
11 to 24 23 18% 41 17%
25 to 49 18 14% 29 12%
50 to 199 33 26% 71 30%
200 to 499 6 5% 15 6%
500+ 3 2% 5 2%
Total 126 100% 237 100%

Due to rounding percentages may not sum to 100%
Source: CPC Survey of ProAct Employers and ProAct MIS
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Table 1.3: Employer interviews by location
Sample Sample FrameRegion of company location

Number % Number %
South East Wales (Bridgend, RCT, Merthyr 
Tydfil, Caerphilly, Blaenau Gwent, Torfaen, 
Monmouthshire, Newport, Cardiff, Vale of 
Glamorgan)

49 39% 107 45%

South West Wales (Pembrokeshire, 
Carmarthenshire, Swansea, Neath Port Talbot)

43 34% 78 33%

North East Wales (Denbighshire, Flintshire, 
Wrexham)

15 12% 26 11%

Mid Wales (Ceredigion, Powys) 14 11% 18 8%
North West Wales (Isle of Anglesey, Gwynedd, 
Conwy)

5 4% 8 3%

Total 126 100% 237 100%
Due to rounding percentages may not sum to 100%
Source: CPC Survey of ProAct Employers and ProAct MIS

1.25 The case study interviews with fifteen companies included follow 

up interviews with four companies who had previously been 

interviewed during the formative evaluation.  The case study 

interviews were selected by the evaluation team in order to 

provide coverage of the sectors involved in ProAct.  The case 

study interviews carried out face-to-face using the same core 

questions as the telephone survey but we were able to discuss 

issues in more depth with respondents.  Their responses were 

included alongside those interviewed by telephone.  The 

telephone survey did not include any companies already 

interviewed as case studies.

1.26 Four case study companies had previously been interviewed as 

part of the formative evaluation in the relatively early stages of 

ProAct.  All ten of the case study interviews in the formative 

evaluation were in the automotive sector, so the selection of the 

remaining case study companies for this evaluation aimed to 

incorporate other sectors.  Case studies were completed in 

construction, manufacturing and finance, property and business 

service sectors.

1.27 Due to Data Protection issues, we were not able to secure 

personal contact data for those employees who benefited from 

ProAct training.  Rather than not undertake any fieldwork with 

individual employees, a short postal questionnaire was   
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distributed to employers through ProAct HRD advisers asking 

employers to pass these on to their employees who had received 

training.  This is not an ideal approach and we expected a low 

response rate.  It was not possible to distribute questionnaires to 

all ProAct companies and it was felt that this number should 

generate approximately 500 responses.  Some 1,250 

questionnaires were distributed and 283 completed 

questionnaires were received but these were from employees 

based in just eight companies from the manufacturing, 

automotive and construction sectors.  The sample represents just 

3% of the total number of employees expected to receive training

supported by ProAct (10,620).  Clearly, some care is required 

when interpreting the findings from the employee survey. 

Report Structure

1.28 The report is structured as follows:

 Chapter 2 provides an overview of the targeting of the 

programme and engagement mechanisms amongst 

participating companies.

 Chapter 3 reports on employers’ satisfaction with the 

application process including the preparation of the 

business case and training plan.

 Chapter 4 discusses employers’ choice of training 

through ProAct including the role of the HRD advisor in 

guiding this choice.  The chapter also reports on 

employers’ satisfaction with the training provision and the 

overall level of additionality of the training support.

 Chapter 5 assesses the impact of the ProAct training on 

business performance including productivity, costs, 

competitiveness, the balance of sales/level of exports and 

future recruitment and expansion.

 Chapter 6 provides an assessment of the impact of 

ProAct support on the individual learners.
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 Chapter 7 assesses the impact of ProAct on the 

safeguarding of jobs.

 Chapter 8 presents the cost benefit analysis of ProAct.

 Chapter 9 draws together the conclusions of the 

evaluation and make recommendations on lessons for 

workforce development policy in future.
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2 Targeting & Engagement

Chapter Summary

 The decision to pilot ProAct with the automotive sector 

was grounded in a strong economic rationale – linked to 

the need to prevent any further hollowing-out of the 

industry supply chain; the need to support companies to 

maintain skilled labour through the safeguarding of jobs; 

and political pressure from foreign owners to make 

redundancies and closures outside the home market.

 There was a high level of awareness of the programme 

amongst companies in the automotive sector and the role 

of the Wales Automotive Forum and Relationship 

Managers was key in ensuring that companies in this 

sector were able to access the support.

 Following the roll out of the programme to other sectors in 

March 2009 HRD advisors became an increasingly 

important source of information about the programme.  

Local media was not a significant source of referrals and 

the decision to avoid the active marketing of the 

programme was important in ensuring that the companies 

supported were genuinely considering redundancies and 

short time working.

 There was, however, some evidence that training 

providers were starting to ‘drum up trade’ by actively 

marketing ProAct to all of their clients.  This was 

particularly the case in relation to the support available for 

Apprentices where clusters of employers in a particular 

sector or area participated after hearing about the support 

from their existing provider.

 Stakeholders involved in the delivery of ProAct provided 

some insight into the reasons why some companies 

chose not to apply for the ProAct support in the first 
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instance.  These included differences in the extent to 

which the recession affected particular sectors, the extent 

to which sectors outside of manufacturing use short-time 

working and could therefore demonstrate eligibility for 

support and the degree to which some sectors readily 

shed labour in downturns and do not need to retain high-

value skilled labour.

 A third of applications did not progress to approval. 

Applications from companies in the manufacturing (non 

automotive) and retail sectors had higher failure rates.  

This was linked to difficulties in demonstrating short time 

working, in producing a suitable workforce development 

plan or evidence of a viable future business plan.  One in 

five applicants withdrew from the process at this stage –

in most cases the support was no longer necessary.

Targeting

2.1 The pilot ProAct programme was launched in January 2009 and 

was purely targeted at the automotive sector.  A wider roll out at 

this stage was not feasible given the need to pilot the programme 

and the speed at which the programme had been conceived and 

rolled out, as well the reasonable concern that the project team 

could be inundated with applications.  In addition, there was a 

strong economic rationale for providing support to this sector:

 Evidence from past recessions suggest that the 

automotive industry tends to react faster to the downturn 

than other sectors, and to experience deeper troughs15. 

This is because durable goods purchases can be 

postponed, and hence – as consumer confidence wanes 

– replacement purchases are simply delayed until 

confidence is restored.

                                               
15 Holeg, M, Davies, P, Podpolny, D (2009) The Competitive Status of the UK 
Automotive Industry. PISSIE Books, p2.
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 Over the past decade, the UK as a whole has seen a 

disproportionate number of plant closures.  This has been 

linked to the lack of a national car maker ‘champion’ 

which means that the UK now relies mainly on attracting 

foreign direct investment.  Furthermore, due to political 

pressures, vehicle manufacturers tend to avoid closures 

in their home market.16

 Within the UK there is considered to be an over-reliance 

on niche and luxury manufacture.  Whilst this retains 

higher value added products, it does increase the 

exposure of the UK automotive sector to stronger 

economic swings17.

 A recent survey of industry leaders showed that the most 

prominent strengths of the UK automotive industry are 

labour flexibility, and the quality of R&D resources.  

Although this flexibility makes it attractive for 

manufacturers to produce in the UK, but it also helps in 

downturns when firms need to reduce capacity18.

 The same survey revealed that one of the UK’s main 

disadvantages is the limited availability of skilled labour.  

This increases the importance of safeguarding jobs in the 

industry and upskilling the existing workforce19.

 There is also considered to be a hollowing-out of the 

supply chain in the UK with the danger that with a 

continuing decline in local sourcing, the UK component 

supply chain (across all tiers) may lose its economies of 

scale, and hence will find it harder to compete with 

materials and component imports20. 

                                               
16 Ibid, p4.
17 Ibid, p65.
18 Ibid, p65.
19 Ibid, p66.
20 Ibid, p66.
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2.2 In March 2009 ProAct support was opened out to all sectors. The 

original budget was intended to cover the money paid out 

between January 2009 and March 2010, but because of a budget 

underspend, the scheme was extended to the end of June 2010 

when the panel met to assess the last pool of applications.  

Companies that had their business plans approved were able to 

submit their training plans by July/August 2010 and have around 

12 months to complete the training.

Awareness raising

2.3 During the pilot phase the WAF and a team of DE&T 

Relationship Managers (RMs) were responsible for raising 

awareness about the programme within the automotive sector. 

The RMs were tasked with explaining ProAct to companies in 

this sector and supporting them to complete a business case

which then formed their application for ProAct support. Given that 

a significant proportion of the companies in this sector already 

had links with DE&T this process was very efficient and by 

October 2009 around 30 percent of the 100 paid members of the 

WAF and 200 other companies in Wales that were automotive 

related21 had submitted an application for ProAct support. 

Around 18% of employers in the automotive sector first heard 

about ProAct from the Wales Automotive Forum22.

2.4 In March 2009 ProAct was rolled out to all sectors, albeit with a 

focus on manufacturing and construction.  From this point 

onwards HRD advisors working on behalf of DCELLS became 

increasingly involved in informing their existing clients23 about the 

ProAct support.

                                               
21 Data from Wales Automotive Forum
22 CPC Survey of ProAct Employers
23 The Welsh Assembly Government has contracted a team of experienced Human 
Resource Development (HRD) advisers who can identify what skills employees need 
to develop in order to meet business requirements; support employers to arrange 
necessary training; organise funding to help you meet the cost of training
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2.5 Although ProAct received considerable media attention, the RMs 

and HRD advisors remained the primary method through which 

information about the programme was disseminated with over 

two fifths of supported companies first finding out about ProAct 

from either one of these sources.  Just 5% of supported 

companies first found out about ProAct through the local media 

(table 2.1).

Table 2.1: Sources of information on ProAct
Number %

WAG contacts & supported events 66 52%
Relationship Manager/Account Manager (DE&T) 25 20%
HRD Advisor 24 19%
Other WAG contact 9 7%
WAG business networking event 7 6%
WAG website 1 1%
Other organisations 21 17%
Construction Skills/ Company Development Advisor 12 10%
Wales Automotive Forum 6 5%
Other organisation 3 2%
Word of mouth 12 10%
Another company 8 6%
A customer 4 3%
A training provider 16 13%

Local media 6 5%

Not known 5 4%

Total 126 100%

Due to rounding percentages may not sum to 100%
Source: CPC survey of ProAct employers.  

2.6 Several project stakeholders held the view that ProAct should not 

be proactively marketed as this could encourage companies to 

put their employees on short time working.  Instead the 

consensus was that support should be more reactive with RMs 

discussing the programme with companies that they already 

considered to be at risk of redundancies or short time working.  

2.7 Overall, word of mouth was a relatively important method of 

engagement with one in ten employers first learning about 

ProAct either from another company or a customer.   However, 
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some RMs and HRD advisors did consider that they could have 

been slightly more active in identifying and talking to the 

companies in the supply chains of ProAct applicants – these had 

been identified in the business cases. 

2.8 Construction Skills, the Sector Skills Council for the construction 

industry also played an important role in disseminating 

information to their members.  Around 10% of employers

surveyed in the evaluation (and 35% of companies in the 

construction sector) first found out about ProAct from a 

Construction Skills Company Development Advisor. 

2.9 Some concerns were raised by stakeholders that training 

providers were starting to ‘drum up trade’ by actively marketing 

ProAct to all of their clients.  There does appear to be some 

evidence of this - over one in ten employers said training 

providers were the initial source of their information about ProAct 

and were the main source of information for companies in the 

other community and personal services sector.   This was 

partially linked to the training providers’ role in marketing the 

Apprenticeship element of ProAct, in particular to employers in 

the hairdressing sector.

2.10 Methods of engagement also varied significantly by size of 

employer (table 2.2).  Very small employers with fewer than five 

employees were significantly more likely to find out about ProAct 

from a training provider than larger employers. Word of mouth 

was also an important source of information for this group.  In 

contrast larger, employers were more likely to first find out about 

ProAct from a WAG contact or WAG supported event.

Table 2.2: Employer size & engagement method
1-4 5-10 11-49 50+

WAG contacts & supported events 8% 1 53% 14 58% 22 69% 29
Other organisations 8% 1 15% 4 21% 8 14% 6
Word of mouth 38% 5 4% 1 11% 4 5% 2
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A training provider 46% 6 19% 5 3% 1 10% 4

Local media 0% - 8% 2 8% 3 2% 1

Total (known) 100% 13 100% 26 100% 38 100% 42
Not known 7

Due to rounding percentages may not sum to 100%
Source: CPC survey of ProAct employers.  Answered by 119 out of 126

Characteristics of participants

2.11 ProAct support has focussed on the manufacturing and 

construction sectors that together comprise four fifths of all 

companies supported (table 2.3).   Other community, social and 

personal service activities are also slightly over-represented, 

mainly linked to the high proportion of hairdressers being 

supported to maintain Apprenticeship training through the 

programme.

Table 2.3: Supported employers’ by sector
Welsh employers ProAct employers

Employer sector
Number % Number %

Manufacturing (including automotive) 6,752 7% 124 52%
Construction 11,412 11% 67 28%
Other community, social and personal 
service activities 8,546 8% 21 9%

Finance, property and business services 24,601 24% 14 6%
Transport, storage, & communications 4,863 5% 4 2%
Retail and wholesale 32,351 31% 5 2%
Mining or quarrying 302 0% 1 0%
Health and social work 12,121 12% 1 0%
Total 103,250 100% 237 100%

Due to rounding percentages may not sum to 100%
Source: Annual Business Inquiry, 2008 and ProAct MIS

2.12 Comparing the size of ProAct companies to Welsh companies as 

a whole, larger companies are over-represented and smaller 

companies under-represented.  Half the ProAct companies 

employed more than 25 staff compared to just 7% of all Welsh 

companies (table 2.4).
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Table 2.4: Supported employers’ by size

Welsh employers ProAct employersEmployer size band
Number % Number %

1 to 4 70,709 68% 24 10%
5 to 10 15,882 15% 52 22%
11 to 24 8,754 8% 41 17%
25 to 49 4,200 4% 29 12%
50 to 199 3,047 3% 71 30%
200 to 499 511 0% 15 6%
500+ 187 0% 5 2%
Total 103,240 100% 237 100%

Due to rounding percentages may not sum to 100%
Source: Annual Business Inquiry, 2008 and ProAct MIS

2.13 Employers in South West Wales (Pembrokeshire, 

Carmarthenshire, Swansea, and Neath Port Talbot) are over-

represented and employers in North West Wales (Isle of 

Anglesey, Gwynedd, Conwy) are under-represented.  The 

location of automotive and manufacturing companies go some 

way to explaining this distribution.  The other regions show a 

fairly even distribution of support (table 2.5).

Table 2.5: Supported employers’ by location
Welsh 

employers
ProAct 

employersRegion of company location
No % No %

South East Wales (Bridgend, RCT, Merthyr Tydfil, 
Caerphilly, Blaenau Gwent, Torfaen, Monmouthshire, 
Newport, Cardiff, Vale of Glamorgan)

48,247 48% 107 45%

South West Wales (Pembrokeshire, Carmarthenshire, 
Swansea, Neath Port Talbot) 19,072 19% 78 33%

North East Wales (Denbighshire, Flintshire, Wrexham) 12,904 13% 26 11%
Mid Wales (Ceredigion, Powys) 9,499 9% 18 8%
North West Wales (Isle of Anglesey, Gwynedd, Conwy) 11,661 12% 8 3%
Total 101,383 100% 237 100%

Due to rounding percentages may not sum to 100%
Source: Annual Business Inquiry, 2008 and ProAct MIS

Reasons for non-participation

2.14 Stakeholders provided insight into the reasons why some 

companies chose not to apply for the ProAct support in the first 

instance:
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 Differences in the extent to which the recession affected 

particular sectors – over the period from March 2007 to 

June 2009 the construction sector in Wales contracted by 

25% and the manufacturing sector and the banking, 

finance and insurance sector contracted by 10%24.  In 

comparison, the distribution, hotels and restaurants 

sector contracted by 1% and the transport and 

communications and other services sectors by 3%.

 Awareness – information about ProAct was disseminated 

largely through the RM and in some cases the HRD 

network.  Companies that do not have a RM or HRD 

advisor may not be aware of the programme or may lack 

sufficient information about the nature of the support.

 Bureaucracy and paperwork – this was linked to concerns 

over the completion of the training plan for smaller 

employers. 

 Appropriate fit of training – others were considered to be 

discouraged from applying as they felt the training that 

could be supported through ProAct did not fit with the 

needs of the company or because appropriate training 

was not available or did not fit with their timescales.  

 Requirement to demonstrate short time working – short 

time working is not as frequently used outside the 

manufacturing sector to cope with dips in demand. 

Organisations may have not been aware of the 

broadening out of the definition of short time working to 

include of non-productive time which occurred after the 

pilot phase.

 Level of support – some stakeholders considered that for 

a number of foreign owned companies the support was 

insufficient to persuade the parent company to keep 

people on.  Companies with higher and more specialist 
                                               
24 Source: NOMIS Employee Job Estimates by Industry, Wales
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skill requirements were more likely to participate in order 

to retain their staff. 

 The higher opportunity costs for some sectors with a 

greater gap between the wage subsidy and the wage 

costs.  This, for example, was considered by some 

stakeholders to have prevented a small number of IT 

sector companies from applying.

 The need to maintain specialist skills – employers in 

sectors which predominately employee low or unskilled 

staff may not be as motivated to retain their staff as those 

who rely on a highly skilled and specialised workforce.
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3 The Application Process 

Chapter Summary

 Overall, participating employers were very satisfied with 

the support they received in relation to the preparation of 

the business case and considered that this stage of the 

application process was quite straightforward.

 Around a third of applications did not progress with some 

variation across sectors. Applications from manufacturing 

(non automotive) sector and retail sector organisations 

were subject to the highest failure rate.  This was linked 

to difficulties in demonstrating short time working, 

difficulties in demonstrating a suitable workforce 

development plan or a future order book.

 A fifth of applicants withdrew from the application 

process.  In the majority of cases the reason for 

withdrawal was unknown however in almost a quarter of

cases withdrawal was because the company no longer 

required the support as trading conditions had improved.

 Around nine in ten ProAct applicants received some 

support to help them prepare their training plan.  Over 

three quarters of those in receipt of support received this 

support from an HRD advisor however a substantial 

minority received support directly from a training provider.  

In the majority of these cases the company had an 

existing relationship with the provider and a good idea of 

what training they wanted to do. Overall levels of 

satisfaction with the support provided were high – 84% of 

companies were satisfied or very satisfied with the 

support.

 Timescales from submission to approval can vary widely 

with around a fifth taking more than 8 months to be 

approved.  These timescales have been linked both to 
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delays in WAG processing the forms and to the company 

submitting the correct paperwork.  Around four in five 

employers considered the timescale to approval was 

reasonable.  Where it was considered to be unreasonable 

around 16% of companies felt the delay resulted in 

additional redundancies.

Preparation of the business case

3.1 All companies that wish to be considered for ProAct support 

need to put together a business case.  This is essentially a single 

sheet of A4 which contains basic background information about 

the company and its current situation, a financial statement, a 

forward order schedule, potential future opportunities and 

employee development activities that will be needed for these 

opportunities to be realised.

3.2 For companies seeking support for an Apprentice, the business 

case contains details of the Apprentice, qualifications and level of 

the Apprenticeship; reasons why the company is considering 

either short term working or redundancy for the Apprentice; the 

impact of receiving ProAct support; the situation with the 

remaining workforce; whether the Apprentice is required to 

undertake additional training outside the Apprenticeship and 

evidence from the provider that the Apprentice is making 

satisfactory progress and the company had a proven track record 

in supporting Apprentices to complete.

3.3 Of the 107 companies interviewed that received support through 

the core ProAct programme, 89% recollected receiving support 

to prepare their business case (table 3.1).
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Table 3.1: Support with business case
Apprenticeship 

applicants
ProAct 

applicants Total

No support 7 39% 11 11% 18 14%

...of which would  have liked support 4 57% 4 36% 8 44%

Received support 11 61% 92 89% 103 86%

Total known 18 100% 103 100% 121 100%

Don't know 1 4 5

Source: CPC survey of ProAct employers

3.4 Of the 19 companies interviewed that received support through 

the ProAct Apprentice programme 61% recollected receiving 

support to prepare their business case.  Just over a third of the 

core ProAct applicants that did not receive support would have 

liked support with their application and just over half of 

Apprentice applicants that did not receive support would have 

liked support with their application.

3.5 The main sources of support were from an HRD advisor (54% of 

applicants), a Relationship Manager (23% of applicants) or a 

Company Development Advisor.  Apprentice applicants were 

more likely to receive support from a training provider, another 

WAG contact or the ProAct helpline than other applicants (table 

3.2).

Table 3.2: Sources of support with business case
Apprenticeship 

applicants
ProAct 

applicants
Total

HRD Advisor 3 30% 52 57% 55 54%
Relationship Manager/Account Manager 
(DE&T) 1 10% 22 24% 23 23%

Company Development Advisor 
(Construction Skills) 2 20% 6 7% 8 8%

Other WAG contact 1 10% 4 4% 5 5%

Training provider 1 10% 4 4% 5 5%

ProAct helpline 2 20% 0 0% 2 2%

Other organisation 0 0% 2 2% 2 2%

Another company 0 0% 1 1% 1 1%

Total known 10 100% 91 100% 101 100%

Don't know 9 16 25

Total 19 107 126

Due to rounding percentages may not sum to 100%
Source: CPC survey of ProAct employers
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3.6 The significant majority (89%) of participants that received 

support were satisfied with the quality of the support and 

considered that this stage of the application was relatively 

straightforward (table 3.3). 

Table 3.3: Satisfaction with the quality of the support
Apprenticeship 

applicants
ProAct applicants Total

Very satisfied 4 36% 52 63% 56 60%

Satisfied 5 45% 22 27% 27 29%

Neither/nor 1 9% 4 5% 5 5%

Dissatisfied 1 9% 4 5% 5 5%

Total known 11 100% 82 100% 93 100%

Don’t know 8 15 23

Total 19 107 126

Due to rounding percentages may not sum to 100%
Source: CPC survey of ProAct employers

3.7 As one company commented ‘it was fairly easy to prepare the 

business case and we got it approved first time...you should 

know all this information anyway if you are running a business’. 

Around 7% of companies expressed dissatisfaction.  The main 

reason provided was the nature of the pilot, ‘support was limited 

as the goalposts and forms kept changing’ and there were no 

substantial differences in satisfaction between the different 

providers of the support.

Reasons for the rejecting of applications

3.8 This evaluation did not undertake any primary research with 

employers who were not successful in their applications to 

ProAct.  However, we can glean some information on the 

reasons why some applications did not progress from an analysis 

of the application notes that include the reasons for rejecting 

applications given by the ProAct Panel.

3.9 Over the course of the programme from January 2009 to the 

closing date for applications in June 2010, the ProAct team 

received 426 applications from organisations seeking support 

according to ProAct MIS data.  In July 2010, just over a third of 
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applications had not progressed because either they failed the 

eligibility criteria or were withdrawn.  The remainder had been 

approved and either allocated funding or were waiting 

progression (it should be recognised that ultimately not all these 

companies accessed ProAct support for a variety of reasons –

see 3.15)

Table 3.4: Approval rates by sector
Number of 

applications
% 

progressed
% failed/ serious 

revision
% 

withdrawn
Construction 133 71% 20% 9%
Manufacturing (non-
automotive) 138 55% 32% 13%

Manufacturing (automotive) 91 73% 13% 14%
Other community, social 
and personal service 
activities

30 73% 20% 7%

Finance, property and 
business services 15 53% 20% 27%

Retail and wholesale 13 31% 46% 23%
Transport, storage, & 
communications 4 75% 25% 0%

Health and social work 1 100% 0% 0%
Mining or quarrying 1 100% 0% 0%
Total 426 65% 22% 12%

Due to rounding percentages may not sum to 100%
Source: ProAct Panel Decisions MIS.

3.10 The proportions of applications that did progress varied by sector 

(table 3.4).  Applications from manufacturing (non automotive) 

sector and retail sector organisations were subject to the highest 

failure rate at 32% and 46% respectively.  

3.11 Table 3.5 outlines the main reasons for the non-progression of 

applications.  In 15% of cases difficulties were experienced 

demonstrating short time working.  This had a differential affect 

by sector – just 4% of automotive sector applications failed to 

progress for this reason compared 14% of construction sector 

applications, 20% of financial, property and business services 

applications, 23% of other manufacturing sector applications and 

39% of retail and wholesale sector applications.



46

3.12 In 7% of cases the applicant was unable to provide a suitable 

workforce development plan.  In some cases this was linked to 

the lack of a training plan and in others a failure to demonstrate 

how the training could support the opportunities for business 

development identified in the business case.  In a number of 

cases, these companies were referred to other workforce 

development programme support that was considered to be 

more relevant.

Table 3.5: Reasons for application rejection
Number %

Applicant withdrew from application/no response to queries 77 18%
Difficulties demonstrating short time working 63 15%
Unable to demonstrate a suitable workforce development plan 31 7%
Unable to demonstrate future financial viability/forward order book 27 6%
Unable to demonstrate a financial need for support 15 4%
Not considered to be a priority sector 2 1%
Total number of applications 426 -

Source: ProAct Panel Decisions MIS, multiple responses, cells do not add to 100%

3.13 Difficulty demonstrating future financial viability was an issue for 

6% of applicants.  This appeared to be more of an issue for 

manufacturing sector organisations with 10% of applications not 

progressed for this reason.  Just 2% of automotive sector 

applications and 6% of construction sector applications failed to 

progress for this reason.

 ‘There were concerns about our financial figures...we 

had been bought and sold twice prior to ProAct in the 

last 3 years and the last ownership change showed a 

hypothetical negative asset in the books which is pretty 

common when a company is purchased. Both the HRD 

advisor and RM helped us to explain this but 

unfortunately by the time we were approved we were 

much busier and found it hard to fit the training in’. 

(Automotive sector, 50-199 employees).

 ‘Constant clarification was needed on the business case 

and it took five attempts to get it approved which 
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prolonged the application process.  Financial viability 

was okay to show from the accounts and turnover looked 

good although there was no profit margin...it was hard to 

show what would happen in the next six months as 

contracts are very short notice’ (Construction sector, 25-

49 employees).

3.14 Around 4% of companies were unable to demonstrate a financial 

need for support.  This proportion was highest for finance, 

property and business service sector and retail and wholesale 

applicants with 13% and 8% turned down for this reason.

Table 3.6: Reasons for withdrawal of application
Number %

Did not withdraw 339 80%
No response to queries 49 12%
Support no longer required/no longer on short time working 20 5%
Company closure 12 3%
Made redundancies instead 3 1%
Difficulties sourcing appropriate training 3 1%
Total cases 426 100%

Due to rounding percentages may not sum to 100%
Source: ProAct MIS

3.15 One in five applicants withdrew from the application process 

(table 3.6).  In 12% of cases the reason for withdrawal was 

unknown with no further contact made with the applicant.  In 5% 

of cases, the company considered that the support was no longer 

required because business conditions had improved and they 

were no longer utilising short time working.  In 3% of cases the 

company had closed or gone into administration.  Other reasons 

for withdrawal included a decision to make redundancies rather 

than to introduce short time working and difficulties in sourcing 

appropriate training.

Preparation of the training plan

3.16 Following the approval of the business case, the HRD advisors 

were responsible for supporting companies that receive support 
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under the core (non-Apprentice) ProAct programme with the 

identification of appropriate training and the completion of the 

training plan.  As part of the business case the applicant is asked 

to identify business opportunities and identify areas where the 

training funded through ProAct can help to support these 

opportunities.  A key part of the HRD role is therefore in ensuring 

that the training identified links with these business objectives.

3.17 Overall, 91% of ProAct applicants received some support to help 

them prepare their training plan.  In all bar one of the cases 

where support was not received this was at the request of the 

company or linked to funding issues25.  Over three quarters of 

supported employers in our survey worked with an HRD advisor, 

however, a substantial minority (15%) received support directly 

from a training provider.  In the majority of these cases the 

company had an existing relationship with the provider and a 

good idea of what training they wanted to do:

‘We knew what our training needs were and had worked 

with Swansea College in the past.  We told the college 

that we wanted training to focus on problem solving, 

team working and training for the maintenance staff and 

they put together a package for us’ (Manufacturing 

sector, 50-199 employees)

3.18 Other sources of support included Company Development 

Advisors for construction sector companies and Relationship 

Managers (table 3.7).

                                               
25 HRD advice is funded under de-minimus rules.  In situations where the company 
has already drawn down the maximum level of de-minimus funding in previous years 
HRD advice cannot be provided free of charge.
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Table 3.7: Primary source of support with training plan
Number %

HRD Advisor 71 75%

Training provider 14 15%

Company Development Advisor (Construction Skills) 5 5%

Other WAG contact 3 3%

Relationship Manager/Account Manager (DE&T) 2 2%

Total (known) 95 100%

Not Known 2

Total receiving support with training plan 97

No support received 10

Source: CPC survey of ProAct employers (excluding those companies receiving 
support from the Apprenticeship element of the programme).

3.19 Just under two thirds of companies received support to help them 

identify their workforce development needs (table 3.8).  Although 

this support was clearly valued by the majority:  ‘she spent a little 

time going over with us what our training needs were and 

suggested some new areas for us to look at and where provision 

could be locally sourced’, a significant proportion of the 

remaining third did not require this support.  In most cases either 

because they had already received this support through the 

Workforce Development Programme or because the business 

already had a clear knowledge of what its workforce 

development needs were:

‘It was fine, he left it up to me to identify what I wanted,  I 

knew what skills were lacking and what I needed to take 

forward’ (Manufacturing sector, 11-24 employees)

Table 3.8: Support received

Received support Would have liked (additional) 
support

Number % of 
known Number

% of those 
receiving 
support

Diagnostic of workforce development needs 56 62% 6 11%

Identification of training to meet needs 68 75% 8 12%

Selection of training provision 64 70% 5 8%

Advice on paperwork 81 89% 5 6%

Support filling out paperwork 30 33% 15 50%

Total supported 91 - -

Not known 6

Total 97
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No support received 10

Source: CPC survey of ProAct employers.  Companies can receive more than one 
form of support.  ProAct Apprentice companies were not eligible for such support.

3.20 Three-quarters of the 91 companies who could recall the forms of 

support they received had help in identifying particular types of 

training to meet the identified need and 70% received support in 

selecting training provision. Although a large proportion of 

companies already had a good idea of what provision existed, 

the vast majority considered that the HRD advice added value:

‘We had worked with (name of HRD advisor) for a 

number of years and already had a business 

development plan in place.  He helped us to tweak this 

and identify provision.  W already knew most providers 

from previous experience however we did ask him for 

some recommendations and changed some of our ideas 

as a result’ (Manufacturing sector, 50-199 employees)

‘We knew roughly what we wanted but threw our ideas 

back to (name of HRD advisor) and she provided some 

useful advice including to do the marketing training at a 

higher level.  I don’t think we would have got so much 

out of it if we had not made this change’ (Finance, 

Property and Business Services Sector, 11-24 

employees)

3.21 Almost 90% of companies surveyed received advice on how to 

complete the paperwork and around a third also received support 

in filling in the paperwork.  Half of these companies would have 

liked additional support in completing the paperwork that 

appeared to be the predominant source of concern for 

participants.
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Table 3.9: Satisfaction with the support
Very 

satisfied Satisfied Neither/ 
nor Dissatisfied Very 

dissatisfied Total

HRD Advisor 63% 22% 6% 6% 3% 68

Training provider 64% 21% 7% 7% 0% 14
Company Development 
Advisor 40% 60% 0% 0% 0% 5

Other WAG contact 100% 0% 0% 0% 0% 3
Relationship Manager/ 
Account Manager 50% 50% 0% 0% 0% 2

Total 63% 24% 5% 5% 2% 92

Not known 5

Total receiving support 97

No support received 10

Due to rounding percentages make not sum to 100%
Source: CPC survey of ProAct employers

3.22 Overall levels of satisfaction with the support provided were high 

– 84% of companies surveyed who received support were 

satisfied or very satisfied with the support.  Dissatisfaction with 

the support was expressed by 7% of companies and was mainly 

in relation to the level of support provided:

‘I would have liked more time allocated for [the HRD 

advisor] to get a more involved understanding of the 

business and help us to generate the training plan’ 

(Manufacturing sector, 500+ employees)

The approval process

3.23 The timescale from the submission of the business case to the 

approval of the training plan varied widely (table 3.10).  Just over 

two fifths of ProAct applications were approved within two 

months and a quarter were approved within four months 

according to ProAct MIS data for the companies interviewed in 

the survey. Well over three quarters (79%) were approved within 

seven months.



52

Table 3.10: Approval timescale

ProAct ApplicationsApprentice 
applications

ProAct 
Applications

Constr Manufct Auto Other
Less than 2 months 50% 41% 28% 33% 53% 50%

3-4 months 13% 25% 28% 27% 22% 22%

5-7 months 25% 13% 16% 20% 6% 11%

8+ months 13% 21% 28% 20% 19% 17%

Total (known) 8 105 25 30 32 18

Not known 11 2

Total 19 107

Due to rounding percentages make not sum to 100%
Source: ProAct Application Log Data matched to CPC survey employers

3.24 There are variations in the time taken to approve applications, 

with differences between sectors.  Over half of automotive sector 

and ‘other’ sector applications were approved within two months 

compared to a third of manufacturing sector applications and 

28% of construction sector applications. The timescale for 

approval of Apprenticeship applications was somewhat shorter –

this is to be expected given that such applications did not require 

a training plan.

3.25 Overall, 79% of ProAct applicants and 70% of Apprenticeship 

applicants considered that the timescale from submission to 

application approval was reasonable.  The majority of the 

companies that were not satisfied with the timescale had 

experienced delays in getting their business case approved.  

Whether these delays were due to WAG processing or the time 

taken by the company to submit their paperwork is not clear – the 

mean duration between application and approval was 11 weeks 

for those who said that the timescale was reasonable and almost 

double (21 weeks) for those who said their timescale was 

unreasonable.  These responses are also influenced by 

employer expectations – a third of those who said that the 

timescales were unreasonable received approval within 8 weeks.
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Table 3.11: Views on the approval timescale
Apprenticeship 

applications
ProAct 

Applications Total

Timescale reasonable 14 78% 78 79% 92 79%

Timescale unreasonable 4 22% 21 21% 25 21%

Total (known) 18 99 117

Not known 1 8 9

Total 19 107 126

Source: CPC survey of ProAct employers

3.26 Companies were asked to identify any impacts as a result of any 

delays in approval.  Just 3% of companies felt that the delay 

resulted in additional redundancies.  A further 3% of companies 

considered that the delay resulted in either a lack of relevance or 

difficulties in completing the training:

‘Within that time job roles changed and the approved 

training was not 100% applicable... for example our 

project manager moved to a designer role but had been 

signed up for project manager training’ (Construction 

sector, 25-49 employees)
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4 Training Demand & Provision

Chapter Summary

 Interviews with ProAct employers highlighted the wide 

range of training undertaken through the programme.  

The requirement for 90% of the training to be accredited 

this has been interpreted relatively flexibly and almost 

three quarters of participants have taken the opportunity 

to undertake training to meet a specific industry need.  

There was, however, some evidence to suggest that not 

all employers were offered the same level of flexibility and 

a small minority of companies would have liked to have 

undertaken more non-accredited training.

 Other types of training which were commonly undertaken 

included health and safety training, leadership and 

management training, information technology, business 

improvement techniques and Train the Trainer courses.

 Advice from an HRD advisor made a positive impact in 

relation to the company’s choice of training in around a 

third of cases.  Although in the majority of cases the 

company already had a fairly clear idea of the types of 

training they wanted to this was at least partially linked to 

previous support from an HRD advisor through the 

Workforce Development Programme .

 A third of companies interviewed provided some training 

internally.  Despite a relatively low proportion of total 

training being delivered in this way, these companies 

clearly valued the opportunity to ensure the training was 

relevant to the needs of the business.

 Companies were largely satisfied with the level of 

flexibility in relation to any changes that needed to be 

made to the training plan with just over three quarters 

very or fairly satisfied with this process.
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 Overall levels of satisfaction with the quality of the 

training and the flexibility of the provision were high with 

over 90% of companies either very satisfied or satisfied.  

There were some differences in satisfaction levels in 

relation to the Further Educational (FE) and private sector 

provision - 97% of companies expressed satisfaction with 

private sector provision compared to 76% of companies 

expressing satisfaction with FE provision.  

 There are clear differences in the level of additionality of 

the training support depending on the type of course 

undertaken.  Training in Lean production techniques, 

Train the Trainer and leadership & management had the 

highest levels of additionality whilst health & safety and 

forklift truck courses had the lowest.

 ProAct supported 211 Apprentices in 19 companies so 

that they were able to sustain their employment at least 

until they completed their qualifications.  Some 68% have 

already completed and a further 12 (6%) were still with 

their employer but had not yet completed their 

Apprenticeship at the time of the survey.

 Companies were asked what they would have spent on 

ProAct supported training if the support had not been 

available.  Overall, those interviewed considered that just 

4% of the ProAct funding would have been provided by 

the company to support the training in the absence of the 

support.

Overview of training provision

4.1 The training supported through ProAct was shaped by two core 

motivations:

 the employer led rationale to ensure that training is 

closely linked to business needs and to support the 
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company to maintain competitiveness in the eventual 

upturn in the economy; and

 the employee led rationale to provide employees with 

transferable skills to help facilitate a shorter time out of 

the labour market if the company does happen to make 

redundancies or if they choose to move to alternative 

employment.

4.2 With regard to the latter, employees are expected to take up 

accredited training programmes or modules that lead to various 

qualifications.  This requirement has however been interpreted 

relatively flexibly:

 In some cases the company has been told that 90% of 

the subsidised training must be accredited;

 In other cases, the company has been allowed to 

undertake training if it can be demonstrated that it meets 

industry standards;

 Or the company has received support to map programme 

units to the Credit and Qualifications from for Wales 

(CQFW).

4.3 In the latter case, ProAct can allow for the costs of registering, 

assessing and accrediting of in-house trainers following the 

completion of an accredited Train the Trainer programme.

Company A, Manufacturing Sector, 100-249 employees 

The company has been established for around 10 years and manufactures 
electronics products predominately for the automotive industry with 
customers based in Europe, Asia and the USA.

They found out about ProAct from their HRD advisor in January 2009 and 
received approval in August 2009.  During the application process, due to a 
sharp decline in orders, around 50 redundancies were made.   A few years 
ago the company had over 300 staff and has since experienced a gradual 
decline in both orders and staff numbers.  Due to continuing manufacturing 
processes that meant that partial closure was not an option they also 
imposed two shutdown periods in late 2008 and early 2009 for a week at a 
time.

The choice of training was led by the company.  An HRD advisor helped 
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pulling it all together and provided guidance on fulfilling the ProAct 
requirements:  ‘we wanted to do some industry specific courses however 
many of the ones we were interested in were not accredited.  The HRD 
advisor was helpful in clarifying that industry specific courses could be 
included as long as they are specific to business needs for example an 
industry recognised soldering qualification’.

Prior to ProAct training had largely been linked to industry standards, for 
example ISO 14001, TS auditors, first aid and other compliance training.  
They also provided a mini internal apprenticeship to enable operators to 
become technicians.  Much of the training in the past has been supported 
through the Welsh Assembly’s Workforce Development Programme and the 
company believes that in the absence of the support training during the 
recession would have been reduced to the minimum.  

ProAct support was used to enable all of the production operators and 
support staff to undertake an NVQ level 2 in Business Improvement 
Techniques.  The rationale was to reinforce the principle that LEAN 
manufacturing techniques were not just about production operatives but were 
important for all departments. All employees also undertook IOSH Working 
Safely training and the engineers undertook IOSH Managing Safely training 
and Six Sigma Green Belt training.

A number of impacts have arisen as a result of the training:

 New product development: the company is currently launching a new 
product and the training has helped with the foundation for this, for 
example through ensuring that when a new line comes in everyone is 
busy that processes are managed as efficiently as possible.

 Staff morale: management and staff consider that training has 
undoubtedly helped morale:   

 ‘there had been doom and gloom and to be able to offer people 
training has helped individuals to feel a bit more secure when others 
were losing their jobs’.  (Managing Director)

 ‘the redundancies and restructuring has a very negative impact and 
ProAct was seen as a positive thing – showing stability and working 
towards improving the company and coming out of the recession 
stronger through investing back into the people’ (Manufacturing Shift 
leader)

 Reductions in costs:  the Business Improvement Techniques NVQ
has led to improvements workplace organisation and the operators’ 
awareness of wastage.  Workplace organisation has involved laying 
out the production line to make it more organised – for example initial 
exercises showed that materials on the shop floor could be returned 
to the warehouse which provided a tangible return immediately as 
orders could be reduced.  The company has also brought more work 
in-house - ProAct has funded lead auditor training for the quality 
manager so he can now train people to become auditors.  The IT 
engineer is now more self reliant and fewer tasks need to be 
outsourced:

 ‘ProAct was great news as I hadn’t had any training for 3-4 years and 
asked if I could undertake SQL server database training.  This course 
was important because many of our systems have this database 
behind them – payroll, production systems, HR and so on.  As the 
only IT member of staff it is important that I have knowledge of this 
system and when doing the training I spotted that the database was 
not backing up properly with a danger of a corruption which would 
have resulted in lost data.  The training has meant that I was able to 
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rectify the problem.  It also now takes me less time to administer the 
system and I have a lot more confidence in what I am doing’ (IT 
engineer)

The job losses that were made in early 2009 have meant that it has taken the 
company longer than otherwise to get back on track because key skills have 
been lost.  However without support through ProAct the Managing Director 
considers that a further six redundancies would have had to have been 
made: ‘I consider that the wage subsidy was really important in helping to 
smooth out ups and downs in our cash flow caused by late paying 
customers’.  He is currently forecasting that by Spring 2011 the company will 
be more profitable. Staff are now working at full capacity and the company 
has recently recruited some temporary staff to fulfil the order book.  

4.4 Interviews with ProAct participants demonstrate the wide range 

of training undertaken through the programme.  Industry specific 

training was most common, undertaken by almost three quarters 

of participating companies. This covered a wide variety of 

courses ranging from manufacturers courses on the use of 

machinery, to training on green technologies and training specific 

to the construction sector (table 4.1).  

Table 4.1: Training undertaken through ProAct

Total known
% 

undertaken
Industry specific training 78 73%

Health and Safety 53 50%

Leadership and management 49 46%

Information Technology 41 38%

Business Improvement Techniques 34 32%

Train the Trainer/A1 Assessor 29 27%

Soft skills e.g. presentation & communication skills 27 25%

Forklift truck operation 21 20%

Lean/5S 18 17%

Business planning 16 15%

Finance, accounts and auditing 14 13%

Performing Manufacturing Operations 8 7%

Sales and marketing 7 7%

107 -
Multiple responses are possible, does not include Apprenticeship companies.
Source: CPC survey of ProAct employers

4.5 Half of companies undertook Health and Safety training.  These 

were often courses accredited by the Institution of Occupations 

Safety and Health (IOSH) – the IOSH Working Safely course for 

employees at any level which covers modules in defining and 

identifying hazard and risk and improving safety performance 
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and the IOSH Managing Safely course aimed at managers and 

supervisors with greater emphasis on assessing and controlling 

risk.  In some cases, the Health and Safety training allowed the 

company to work more flexibly by providing cover for key health 

and safety staff.

Company B, Manufacturing Sector, 25-49 employees 

The company provides manufacturing, design and shopfitting services. Staff 
are employed in a variety of roles: office and administration, project 
management, design and joinery.

The recession has affected sales since the end of 2008.  In early 2009 the 
situation became progressively worse and several contracts were 
suspended.  This led to the introduction of short time working in February 
2009 for the administration team and joinery/workshop staff.  

The company first found out about ProAct in early 2009 from Construction 
Skills. The timescale was lengthy due to difficulties in demonstrating future 
orders and approval was received towards the end of 2009.

The choice of training was guided by both individual needs and legislative 
requirements and included training for front line sales/project management 
team, training aimed at maintaining in house competencies for example 
NEBOSH for the health and safety manager, ISO training to reduce the use 
of external consultants and IT training for the office staff to help streamline 
processes.  The joiners did Business Improvements Techniques (BIT) 
training and some specialist training.  The company believes that without the 
support the majority of the training would not have been undertaken:
‘Prior to ProAct we had already cut most of our training to the essential –
health and safety, IT and in house development for example managing 
contracts, environmental seminars’. (Office Manager)

A number of impacts have arisen as a result of the training:

 Process improvements: The Business Improvement Techniques 
training led to huge improvements in the operations of the joinery 
department. Processes improved for example operational issues in 
spraying items were identified as leading to a build up.  ‘The boys got 
confidence to address this and moved things away and built a 
separate drying area with fan which improved workflow...there is 
more team working and joint problem solving and more openness, 
we are all checking each others efficiencies now’.

 Upskilling:  The training was important in upskilling three designers to 
be capable of working on site and winning and developing new 
contracts.  The company considered that some jobs would have 
been attended to less quickly if this training had not been 
undertaken.  Overall it was estimated that £120,000 worth of 
contracts would have been lost without this training representing 
around 5% of total turnover.

 More flexible working:  through the training cross functionality has 
increased.  For example warehouse staff are now able to undertake 
health and safety training to provide cover for the health and safety 
officer.  

 Increased presence in new markets: ProAct has been used to 
support the development of new products, for example training in 
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acrylic surface spraying helped the joinery department secure a new 
contract.

The training also had a significant impact on employee morale: 
‘Working on a week-to-week basis lowers morale and affected team work and 
performance.  The BIT training was all about team work and identifying areas 
of concern and reporting or addressing them.  In the office ProAct has meant 
that hours have been brought back up and the training has had a knock on 
effect on morale as staff see the company taking an interest in them and 
moving forward’. (Office Manager)

The company considers that without the support they would have had to 
extend short time working and may have made some additional 
redundancies.  These would have been in the joinery department and it is 
possible that the work in this area would have ended up being outsourced.  
Instead of outsourcing this work the training through ProAct has helped to 
ensure that the joinery department is now providing an independent and
growing income stream.

4.6 Leadership and management training was undertaken by just 

under half of participating companies and included a range of 

Institute of Leadership and Management (ILM) recognised 

courses including Level 2 courses for team leaders, Level 3 

courses for line managers and Level 4 and 5 courses for 

managers and senior managers with modules on strategic 

decision making and organisational change.

4.7 Just under two fifths of companies undertook some Information 

Technology training.  This was quite wide ranging from courses 

on the use of Microsoft programmes to training in Computer 

Aided Design (CAD).

4.8 NVQs in Business Improvement Techniques and Performing 

Manufacturing Operations were popular amongst companies in 

the manufacturing sector. The former was undertaken by around 

a third of companies and was available at all levels including 

modules in continuous improvement techniques, workplace 

organisation and problem solving techniques.

4.9 Just over a quarter of companies undertook the Train the Trainer 

or A1 Assessor courses that were viewed as important in 

providing the companies with the capacity to train internally.  

Other popular courses including training in soft skills, for 
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example, presentation and communication skills, forklift truck 

operations and Lean production techniques that focus on 

preserving value whilst reducing work.

Company C, Financial and Business Services Sector, 100-249 
employees 

The company was established in 2001 and offers independent financial 
advice to retail clients in Wales and the UK.  Around 40% of the staff are 
financial advisors, 30% are in administrative roles and the remaining 30% 
perform a variety of back office roles including management, accounting, 
human resources and marketing.

The economic downturn first started to impact on the company in 2007 
following the credit market crisis. Many clients were wary about investing and 
the company’s ability to earn commission through advice on new products 
and renewals was severely impacted.  In 2008 the company was affected 
again by the collapse of Lehman Brothers and the fall in the stock market.

The company made 18 redundancies in January 2009 across all job roles.  
During early 2009 it became apparent that cash flow was an issue and further 
redundancies would be necessary.  They decided that they would have to 
introduce short time working for all staff for 4 days per week.  In June 2009 
the company applied for the ProAct support and they received support in 
January 2010.

The choice of training was driven by the company – training for the financial 
advisors needed to be specialised and they already knew trainers that they 
considered would be appropriate. Without ProAct the financial director 
considers that all training would have to have been cut:

‘I believe the training will make the company more competitive...the advisors 
need the training to provide high quality advice and as things get busier 
profitability will improve because advisors have greater knowledge of their 
products and provide the correct advice’.

The company received support from an HRD advisor in sourcing accredited 
training for the administration staff.  These staff undertook a life office 
administration exam which the financial director considers was very valuable:

‘Many of our administrators are older women with no qualifications. The 
training has given them additional confidence.  It has helped them to 
understand the complex financial instructions we use which means they don’t 
have to ask what particular things mean....with a better financial education 
they can write more client letters themselves freeing up advisor time’.
(Financial Director)

The financial director considers that ProAct has also had a significant impact 
on staff morale:

‘It is now 18 months since we had to make redundancies due to ProAct.  I 
believe that allowing our employees to undertake training at this time has 
helped to demonstrate that the company has faith in providing training has 
faith in the future of its employees.  Ensuring that people are productive 
rather than doing ‘busy work’ makes everyone feel better’.

She is relatively positive about the future although the company is still slightly 
under-performing at around five percent under sales projections:
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‘I think it will be 2 to 3 years before we can take a more bullish view.  The 
biggest risk for us is still the macro-economic surroundings.  However things 
are now just starting to pick up and we feel confident enough now to invest in 
the training of some new advisors’.

Impact of advice on training choice

4.10 The advice in relation to the training plan is an important 

component of the support and can make an impact on the 

company’s decision to undertake a particular type of training.  A 

key issue here is the extent to which the advisor can act as an 

independent and impartial broker.  In around three quarters of 

cases, the HRD advisor acted as the primary advisor and in a 

further 15% of cases the training provider acted as the primary 

advisor.  Although DCELLS has introduced a system to monitor 

the work of the HRD advisors including details about their 

reasons for recommending particular providers, some 

stakeholders were concerned that no such process was in place 

where a training provider was the primary means of support.

4.11 A third of those companies that received advice on completing

their training plan considered that the advice had made a positive 

impact in relation to their choice of training, 63% considered it 

had not had any impact and 4% considered it had a negative 

impact (table 4.2).

Table 4.2: Impact of advice on training undertaken by provider
Positive 
impact 

No impact Negative 
impact

Total 
known

Company Development Advisor (Construction 
Skills) 40% 2 60% 3 0% 0 100% 5

HRD Advisor 33% 19 66% 38 2% 1 100% 58

Other WAG contact 0% 0 100% 3 0% 0 100% 3
Relationship Manager/Account Manager 
(DE&T) 50% 1 50% 1 0% 0 100% 2

Training provider 36% 4 45% 5 18% 2 100% 11

Total 33% 26 63% 50 4% 3 100% 79

Unknown - - - 16

Total receiving advice on training 95

No advice received 12

Due to rounding percentages may not sum to 100%.  Does not include 
Apprenticeship companies as they were not eligible for advice.
Source: CPC survey of ProAct employers
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4.12 The impact of this advice on the decision making process varied 

by provider – around a third of those directly supported by an 

HRD advisor would have chosen different courses in the 

absence of the advice compared to none of those supported by 

another contact within the Welsh Assembly Government:

‘…without his advice we would not have considered the 

higher level management training.  Our HRD advisor 

also told us about the option to access specific modules 

of NVQs for those who were less academic that were 

tailored to the needs of the company’. (Automotive 

sector, 50-199 employees)

4.13 In four cases where the employer was supported by a training 

provider, the impact of the support was positive.  However, in just 

two cases the employer considered that the training provider had 

not provided adequate advice to ensure that the training was 

sufficiently focussed on addressing business needs:

‘Without this advice we definitely would not have chosen 

this training (Business Improvement Techniques) and 

would have opted for something a lot more relevant

(Automotive sector, 25-49 employees)

Internal training provision

4.14 ProAct support allows for some training provision to be provided 

internally by other members of staff.  Around a third of ProAct 

companies took up this option rising to almost half of companies 

in the automotive sector.  There was also a strong correlation 

between company size and the percentage of training 

undertaken internally with just 1% of companies with less than 10 

employees undertaking internal training compared to 61% of 

those with more than 50 employees.

4.15 Companies that had received support with their training plan from 

either a RM or HRD advisor were the most likely to undertake 
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internal training through ProAct with 50% and 40% respectively 

choosing this option.  Under a third (29%) of those who had 

received support solely from a training provider chose this option 

and none of those receiving support solely from another Welsh 

Assembly Government contact chose this option.

4.16 Internal provision remained a relatively small but important 

component of the overall training package with an average of 7% 

of training delivered internally.  The main reason for choosing 

internal provision was to ensure the training was relevant to the 

needs of the business:

‘We needed to ensure that the training in slate splitting 

was specific enough for handling the quarry's particular 

type of slate and there was no-one externally who would 

have been able to have done this’. (Other sector, 10-24 

employees)

‘We had a strong internal trainer who has knowledge of 

what our needs are and it made sense to utilise his 

skills’. (Automotive sector, 50-199 employees)

Table 4.3: Reasons for using external training provision

Total % 
Lacked capacity to deliver training internally 37 64%
Considered that external training would be higher quality 6 10%
Lacked capacity to deliver accredited training 5 9%
To bring new ideas to business 4 7%
Considered that external training would be easier to administer 4 7%
Lacked time to deliver internally 1 2%
Not allowed to use internal on-line training under ProAct 1 2%

58 100%
Don’t know 6
Total using external training provision 64
Not using external provision 43

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

4.17 For the companies that chose to purely use external provision, 

the main reason was that they lacked the capacity to deliver the 

training internally (cited by almost two thirds of these 



65

companies).  Other reasons included the perception that external 

training would be higher quality or would be easier to administer.

Feedback on the availability of training

4.18 Just over a quarter of companies considered that there were 

some types of training that they would have liked to have 

undertaken but were not able to be supported through ProAct 

(table 4.4).  Just over a third of these companies would have 

liked to have undertaken more non-accredited training:

‘We would have liked to have done more training in soft 

skills.  Because it needed to be accredited it restricted us 

and two people did not participate because they were put 

off by the exam’ (Manufacturing sector,  50-199 

employees)

Table 4.4: Other types of Training that companies would have 
liked to include in their Training Plan

Count %

No changes 62 73%
Non accredited training 8 35%
More expensive courses 6 26%
Statutory training 3 13%
More specialised training for which there was a lack of local provision 2 9%
Training for managers that were not on short time working 1 4%
Training at a higher level 1 4%
More on the job, less classroom based training 1 4%
Online training 1 4%

85
Not known/ no response 22
Total 107

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

4.19 There appeared to be differing interpretations of the accreditation 

requirements across the different stakeholders supporting the 

ProAct application process with some companies able to include 

a relatively high proportion of non-accredited training in their 

plans and others informed that they could not include any:

‘We were told that training to run our specific machines 

either from the manufacturer or a specialist provider was 
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not eligible for the support’ (Manufacturing sector, 50-

199 employees)

4.20 Some variation in interpretation is perhaps inevitable given the 

range of organisations involved in implementing the programme, 

the short timetable for implementation and the desire to support 

employer needs.  Stakeholders report that by the time that 

ProAct rolled out there was much greater consistency in the 

programme support criteria as procedures had by then had time 

to bed in.

4.21 For just over a quarter of these companies, the level of support 

was a constraint on the choice of provision.  This was often an 

issue for companies that wanted to source more specialised 

provision.  A lack of local provision was a constraint but for less 

than 10% of companies:

‘We would have liked to have done training on laser 

CNC, however, there was no local provision.  Much of it 

is provided by the equipment manufacturers who are 

based in England’ (Manufacturing sector ,  25-49 

employees)

Implementation of the training plan 

4.22 Just under 90% of companies interviewed had made changes to 

their training plan on an ongoing basis to meet business need.  

Of these companies around three quarters were very or fairly 

satisfied with the process for making changes.  

Table 4.5: Satisfaction with flexibility of training plan
Number %

Very satisfied 30 42%
Satisfied 24 34%
Neither/nor 5 7%
Dissatisfied 11 15%
Very Dissatisfied 1 1%
Total 71 100%
n/a - no changes required 10 -
Not known 26
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Total 107
Due to rounding percentages make not sum to 100%
Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

4.23 Those that expressed dissatisfaction considered that the process 

was overly complicated or inconsistent: 

‘The training plan was frequently changed with people 

leaving, people on sabbatical, people changing courses 

and changing exams by the Financial Services Authority.  

There were changes every month and the process was 

very cumbersome’. (Finance, property and business 

services sector, 50-199 employees)

‘It was a little difficult and messages kept being changed 

depending on staff dealing with it’ (Manufacturing sector, 

50-199 employees)

Satisfaction with the quality of the training provision

4.24 Overall levels of satisfaction with the quality of the training were 

high, with 91% of companies either very satisfied or satisfied.  An 

additional question was included following the pilot survey to 

identify levels of satisfaction with different types of provision.  

The majority of companies expressed satisfaction with private 

sector providers (97%).  Satisfaction levels for the Further 

Education sector were also high (76%) but somewhat below their 

private sector counterparts.  

Table 4.6: Satisfaction with the training provision
Overall Private provision FE provision

Very satisfied 56 57% 15 47% 6 35%
Satisfied 33 34% 16 50% 7 41%
Neither/nor 8 8% 0 0% 1 6%
Dissatisfied 1 1% 1 3% 2 12%
Very dissatisfied 0 0% 0 0% 1 6%
Not used 1 3% 14 42%
Total 98 100% 33 100% 31 100%
Don't know 1 66 68
Total responses 99 99
No response 8 8 8
Total 107 107 107
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Due to rounding percentages make not sum to 100%
Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

4.25 Levels of satisfaction with training providers’ ability to time 

training to fit around short time working was also high with 95% 

of respondents expressing satisfaction with this aspect of the 

support (table 4.7). 

Table 4.7: Satisfaction with provider flexibility
Number %

Very satisfied 58 64%
Satisfied 28 31%
Neither/nor 3 3%
Dissatisfied 1 1%
Very Dissatisfied 0 0%
Total responses 90 100%
No experience/ no response 17
Total 107

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

Completion of the training

4.26 Of the 126 companies interviewed, around 60% had completed 

the training set out in their training plan.  Those who had yet to 

complete their training had made some progress towards doing 

so – on average, just under two thirds of their training was 

completed at the time of the survey.  Just under two thirds of 

these companies expected to be able to complete the remainder 

of their training and a number had been granted extensions to 

their training plan to enable this.

Table 4.8: Reasons for non-completion
Number %

Lack of time/improved market conditions 9 50%
Training no longer relevant 3 17%
Training provider in administration 2 11%
Company in administration/restructuring 2 11%
Difficulties delivering training in house 1 6%
Employees left 1 6%
Total responses 18 100%
Not relevant 108

Due to rounding percentages make not sum to 100%
Source: CPC survey of ProAct employers
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4.27 Over a third (36%) of these companies considered that they 

would not complete the training.  The main reason for this cited 

by half of companies was a lack of time or improved market 

conditions.  For just under a fifth, the training was no longer 

considered relevant due to changes in business need.  Other 

reasons included the training provider or the company going into 

administration, the employees on the training plan leaving the 

company or difficulties delivering the in-hose component of the 

training.

Additionality of training support

4.28 Companies were asked to provide their views on whether or not 

they would have undertaken any of the training anyway without 

the ProAct support.  The level of training additionality was 

calculated by type of training undertaken based on the following:

 Fully additional:  Companies that would not have 

undertaken the training at all without the ProAct support, 

now or in the future. The additionality of support for these 

companies was considered to be 100%.

 Partially additional:  The company would have made 

changes to the training in the absence of support, for 

example, trained fewer staff; provided the training 

internally; or delayed the training until the financial 

position was more certain.  The additionality of support for 

these companies was considered to be 50%.

 Deadweight:  The company would have undertaken the 

same training at the same time in the absence of the 

ProAct support. The additionality of support for these 

companies was considered to be 0%.
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Table 4.9: Additionality of the training
% fully 

additional
% partially 
additional

% 
deadweight

Additionality 
score*

Total 
known

Lean/5S 82% 12% 6% 88% 17

Train the Trainer/A1 Assessor 75% 21% 4% 86% 28

Leadership and management 71% 25% 2% 83% 48

Information Technology 66% 32% 2% 82% 41

Soft skills 65% 31% 4% 81% 26
Other training (Business 
Planning, Finance, PMO, sales 
and marketing)

69% 22% 9% 80% 32

Business Improvement 
Techniques 61% 30% 6% 76% 33

Industry specific training 69% 22% 9% 72% 76

Forklift truck 55% 25% 20% 68% 20

Health and Safety 37% 43% 20% 58% 49

Total 60% 32% 8% 76% 107

Additonality score is combines fully and partial additional cases by valuing 
partial additionality at 50% of fully additional 
Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

4.29 Table 4.9 provides an overview of the additionality of the training 

by type of course.  The lowest level of additionality was in 

relation to the health and safety training and forklift truck training 

– in both instances in 20% of cases the same training would 

have been undertaken anyway in the absence of the support.  

Levels of additionality were highest for the Lean manufacturing 

techniques training, Train the Trainer provision, Leadership and 

Management training, Information Technology training and soft 

skills provision.

Company D, Manufacturing Sector, 25-49 employees 

The company has been established for 16 years and manufactures timber 
frameworks – roof trusses, joists and treated construction timber.  The 
company employs 45 staff across a variety of roles – management, 
engineering, design estimation and shopfloor staff involved in the 
manufacture of the trusses and joists.

The company first got involved with ProAct in October 2009 after hearing 
about ProAct from the CITB.  The scheme was attractive because the 
company was struggling and ProAct helped them to keep staff employed.  
They had previously made ten redundancies in 2009 and had also introduced 
short time working – a voluntary pay cut for office based staff and a 4 day 
working week for shopfloor staff.  The only other option outside of ProAct 
would have been further redundancies.

They received support in preparing a business case for ProAct support from 
an HRD advisor. Although the company has always been economically viable 
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they were able to demonstrate a significant a downturn in orders at the start 
of 2009 when large building contractors started to put new work on hold:
‘The wage subsidy was paid at a critical time... it helped the bottom line and 
kept the boys employed... without the wage subsidy we would probably have 
lost at least another 5-6 staff’. (Quality Manager)

ProAct training was rolled out across the shop floor as well as for employees 
in definite positions that needed training – for example site supervisors 
undertook a contract managers course.   The shopfloor staff undertook a UK 
Timber Frame Association course which was very job specific, explaining 
quality and timber sourcing requirements.

The quality manager believes that the training supported through ProAct 
would have been undertaken eventually, however, it would have been 
delayed for at least two years.  He identified a range of benefits from the 
support:
‘Bringing forward the training will have a positive impact on our 
competitiveness....for example the contract managers are now able to 
undertake work on site which had reduced our need to subcontract.  On the 
shopfloor one of the team leaders was recently off work following an accident 
however the training for the shopfloor staff has meant that the team can now 
be more self directed’.

The training for shopfloor staff supported a reduction in wastage:
‘Wastage has decreased dramatically.  I think this is at least partially due to 
people being more aware of where the costs are and being more aware that 
their own jobs are tied to this.  This will also be linked to the economic climate 
however the training has certainly helped to support this mindset’.

The company is still cautious about the future and there is still some 
uncertainty over future job prospects particularly as profit margins are tight.  
Nonetheless staff were positive about the impact of the training on their future 
job prospects:

‘It was great that I got to do some training that was City and Guilds 
recognised as this will be recognised by other employers too if I do have to 
move on ...it has really helped morale as things have been up and down and 
the training fitted into the down points’ (Goods Control Manager).

4.30 The number of Apprentices who completed their qualification with 

the support of ProAct is 144 (68% of all supported), with a further 

12 still employed but yet to complete at the time of our survey.  

Only 10 of the 211 (5%) Apprentices supported through ProAct 

have not completed their qualification and in most cases the 

reasons given for non-completion are that the Apprentice 

changed their minds and decided that they wanted a change of 

career.  

4.31 Examination of companies training expenditure both prior to 

ProAct and in the year that ProAct support was provided also 

provided an indication of the additionality of the training support.  
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Across the 89 companies that were able to provide data, training 

expenditure fell by three quarters on average.  The most 

significant change was seen in the finance, property and

business services sector where expenditure outside ProAct was 

reduced to zero (table 4.10).

Table 4.10: Change in training expenditure
Total 

known
Prior to 
ProAct*

ProAct 
year**

% 
change

Construction 21 £125 £83 -34%
Finance, property & business services sector 11 £327 £0 -100%
Other sectors 5 £391 £42 -89%
Manufacturing 28 £242 £44 -82%
Automotive 22 £437 £142 -68%
Other community, social & personal service 
activities 2 £563 £28 -95%

Total 89 £301 £71 -76%
Not known 18

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.
*Average annual amount spent on training per employee over the three years prior 
to participation on ProAct.  ** Average annual amount spent on training per 
employee over the year the company received funding through ProAct.

4.32 Companies were asked to estimate what they would have spent 

on ProAct supported training if the support had not been 

available.  Overall, employers estimate that just 4% of the  

funding provided by ProAct would have been provided by the 

company to support the training (table 4.11).  This proportion is, 

however, significantly higher for the five companies in the ‘other 

sectors’.  Reasons for this high level of deadweight were related 

to a need to maintain mandatory training – for example, a car 

dealership which needed to maintain training in order to 

demonstrate commitment to the franchise standard and another 

company that was inspected regularly by the mines inspectorate 

and therefore needed to ensure that the health and safety 

training was kept up-to-date.  There was no difference in 

deadweight by company size.
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Table 4.11: Estimated expenditure on training in the absence of 
support by sector

Number of 
employers

Total 
spend

Training 
subsidy

Deadweight 
%

Construction 22 £19,603 £440,993 4%
Finance, property & business 
services sector 11 £12,595 £348,157 4%

Other sectors 5 £47,500 £127,034 37%
Manufacturing 26 £54,150 £3,853,058 1%
Automotive 26 £97,000 £1,737,935 6%
Other community, social & personal 
service activities 2 £0 £4,778 0%

Total known 92 £230,848 £6,511,955 4%
Not known 15

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.
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5 Impact of the Training on Business Performance

Chapter Summary

 Impacts on business performance were demonstrated 

from the interviews with participating companies. As a 

result of the ProAct training:

 Two thirds of companies considered that the 
productivity of their workforce had increased arising 
from improvements in the organisation of the 
workplace (69%), improved monitoring of quality 
(69%), increased flexibility of the workforce (82%) or 
improvements in the levels of individual employee 
responsibility (79%).  

 Almost all (93%), reported that ProAct support had a 
positive impact on staff morale.

 A substantial majority of companies were able to highlight 

examples of an increase in competitiveness as a result of 

the training including:

 cost savings as a result of the training, through 
reduced wastage, being able to bring more work in-
house or undertake internal training;

 an improved ability to compete in their current and 
new markets – often as a result of senior 
management team having the confidence to delegate 
to newly trained subordinates while they focused on 
winning more orders; 

 Almost a third of companies considered that they had 
been able to secure new contracts as a direct result of 
the support, representing 7% of their turnover.

 Amongst ProAct participants since 2007/08 there has 

been a shift in the balance of sales with an overall 

increase in exports. This net expansion in exports was 

however linked to more favourable exchange rates, a 

weakening in the UK market (in some cases linked to the 

squeeze on credit facilities) or a strategic decision to 

expand overseas rather than any direct result of the 

ProAct support.

 Since participation ProAct participants have expanded 

their workforce by 16%. For those planning recruitment in 
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the next year the numbers planned represent a net 

increase in the workforce of 5%.  This rises to 7% in the 

automotive sector.

 Half of all ProAct companies that were planning 

recruitment and aware of Skills Growth Wales (SGW)

were planning to apply for support from SGW.  The 

reasons why companies were not planning apply were 

uncertainty over the eligibility criteria and the requirement 

to complete the ProAct supported training first.

Impact on productivity

5.1 There are a number of mechanisms through which employee 

development activities can help to support improvements in 

productivity26.  This suggests that ProAct can have a number of 

impacts on businesses:

 Impact of the training on business performance;
 Impact on future investment in training; and,
 Impact of the wage subsidy in sustaining employment 

and in some cases the business as a whole.

                                               
26 See for example, Dearden, Reed and Van Reenan, The impact of training on 
productivity and wages: evidence from British panel data, IFS Working Paper, 
W05/16, August 2005.
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Figure 5.1: Impact of training on business performance

Source: CPC 

Workplace organisation

5.2 Over two thirds of companies reported improvements in the 

organisation of the workplace as a result of the ProAct training, 

rising to almost 90% in the manufacturing sector:

‘Workplace organisation has definitely been impacted as 

ProAct gave us the time to look to see what 

improvements we could make and what processes that 

we could streamline.  Without ProAct we would not have 

got where we are now as quickly’ (Manufacturing sector, 

11-24 employees)

‘Workplace organisation has improved through giving 

those on the shop floor a greater understanding of what 

management is trying to achieve through the BIT 

projects.  Demand is now high and this has been 

invaluable in helping us to get momentum up through 

increasing the push from the bottom up’ (Automotive 

sector, 50-199 employees)



77

5.3 Finance, property & business services sector and other 

community, social and personal service activities were the least 

likely to see any changes in this area which were generally linked 

to Business Improvement Techniques (BIT) and Lean 

manufacturing training (table 5.1).

Table 5.1: Improvements in workplace organisation
Reporting 

Improvement
No 

improvement
% of respondents 

reporting 
improvement 

Construction 15 9 63%
Finance, property & 
business services sector 2 8 20%

Other sectors 3 4 43%
Manufacturing 25 3 89%
Automotive 21 6 78%
Total respondents 66 30 69%
Don't know 11
Total 107

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.4 A large proportion of ProAct companies used the training subsidy 

to fund a Business Improvements Techniques programme.  

Business improvement techniques including Six Sigma and Lean 

manufacturing have been used for more than two decades to 

identify and reduce defects in production methods and increase 

profits and efficiency.  The key techniques are as follows27:  

 5S is a lean manufacturing process based on five 

Japanese terms sort, simplify, scrub, standardise and 

sustain and is used to support the principle of waste 

elimination by organising the workplace.  Properly 

implemented 5S is considered to lead to improved 

product quality, an increase in available workspace, 

improved employee morale, increased customer 

satisfaction and ultimately an increased bottom line.

                                               
27 See Kettinger, Teng and Guha, Business Process Change: A Study of 
Methodologies, Techniques and Tools, MIS Quarterly, Vol 21, No 1, 1997 pp 55-80, 
as a general introduction to the techniques.
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 Kaizen is a tool for continuous improvement. The idea is 

that everyone in the organization re-examines their work 

and improves it in small ways within their control.

 Six Sigma is a continuous improvement methodology that 

enables companies to measure their processes in order 

to improve the bottom line.  The right selection and 

prioritisation of projects is one of the critical success 

factors of a Six Sigma program.

5.5 When most companies commence a lean manufacturing 

process, they begin with programs such as 5S, and Kaizen in 

order to reduce waste. Once these wastes are eliminated, a need 

is revealed to address the underlying problem using Six Sigma 

and lean methodologies.

5.6 There were a number of examples of companies that have 

undertaken BIT training and have as a result reorganised the 

shopfloor and increased efficiency.  Typically, BIT training is 

taught in the workplace to groups of employees and involves the 

use of real examples and practical training on the shop floor.  

ProAct learners who are in the process of completing the BIT 

NVQ were able to provide practical examples of how the training 

led to efficiency improvements:

‘We did the 5S and that really altered my section.  Before 

I always felt that money was spent more on the offices 

and down on the shopfloor and nothing seemed to 

improve much.  We first had a good clean which made it 

a much nicer and more organised environment to work 

in.  We then did some team building projects which we 

great because we got to know different people and the 

projects highlighted how much wastage there is and 

what things are waiting to be done… It’s definitely 

helped.  In general, I think everybody has become more 
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co-operative and we seem to solve problems a bit easier 

now than in the past’ (ProAct supported learner)

Improved monitoring procedures

5.7 Improved monitoring of production lines or of product service 

and/or quality was reported by just under two thirds of 

companies.  For some companies this has resulted in 

improvements in production efficiency and helped to reduce the 

amount of money tied up in materials.  In other companies 

training has led to increased monitoring of shift performance:

‘We completed the AIA (Automotive Industry Awareness) 

course which was excellent This included cost saving 

exercises, effect of the recession and effect of reducing 

scrap and waste.  We are now monitoring shift 

performance more closely with a new screen showing 

production times and are starting an incentive scheme 

with bonuses based on shift performance.  ProAct 

showed us the importance of reducing cycle times’ 

(Automotive sector, 25-49 employees)

Table 5.2: Improvements in monitoring of product quality/service 
delivery

Reporting 
Improvement

No 
Improvement

% reporting 
improvement

Construction 12 10 55%
Finance, property & business services 
sector 7 4 64%

Other sectors 5 2 71%
Manufacturing 17 10 63%
Automotive 18 9 67%
Total respondents 59 35 63%
Don't know 13
Total 107

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

Workforce flexibility & employee responsibility

5.8 One of the key impacts of the ProAct supported training has 

been in increasing the flexibility of the workforce with four out of 

five companies citing this as an impact.  This appeared to be 
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particularly important for companies that had already made a 

substantial number of redundancies and was a key means of 

supporting the retention of staff:

‘The cross-training has definitively helped to retain staff.  

For some staff their role had diminished significantly due 

to the downturn.  The training has helped to support 

them to move into other roles, for example there were 

three customer sales people and we only needed two so 

we trained one in accounts and moved her into another 

department’ (Manufacturing sector, 50-199 employees)

5.9 In addition to minimising the need for redundancies, cross 

functional training also allowed a number of companies to 

increase the flexibility of their workforce.  One company in the 

automotive sector provided an example of why this will be 

increasingly important to them in the future:

‘In this sector manufacturers no longer want to risk 

stockpiling vehicles and are increasingly moving over to 

demand led scheduling.  This means that we need to be 

able to respond flexibly to them, for example by moving 

people from one production line to another when there is 

the need. ProAct has enabled us to multi-skill those on 

the shop floor and has allowed us to train people to work 

on different production lines in preparation for the 

upturn’.  (Automotive sector, 50-199 employees)

Table 5.3: Improvements in the flexibility of the workforce and 
employee responsibility 

Improvement in 
Workforce flexibility

Reporting 
Improvement

No 
Improvement

% of 
respondents
reporting an 
improvement

Construction 21 4 84%
Finance, property & 
business services sector 8 2 80%

Other sectors 5 2 83%
Manufacturing 25 4 86%
Automotive 20 5 80%
Total respondents 79 17 82%
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Don't know 11
Total 107

Improvement in 
Employee responsibility

Reporting 
Improvement

No 
Improvement

% of 
respondents
reporting an 
improvement

Construction 20 3 87%
Finance, property & 
business services sector 7 3 70%

Other sectors 6 1 86%
Manufacturing 24 3 89%
Automotive 15 9 63%
Total respondents 72 19 79%
Don't know 16
Total 107

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.10 Impacts on employee flexibility were highlighted across all 

sectors:

‘Workforce flexibility has increased through the 

broadened skill base, in particular the 3D design skills 

and  the leadership and management training for middle 

managers which has helped to increase their 

management and teaching skills’ (Finance, property and 

business services sector, 50-199 employees)

‘The internal machinery training has meant that the CAD 

work can now be done on the shopfloor increasing 

flexibility and freeing up the time of others’ (Automotive 

sector, 25-49 employees)

5.11 Almost four in five employers reported increased levels of 

employee responsibility as a result of the training:

‘Management training for the younger team members 

has helped increased their confidence and levels of 

individual responsibility which in term has helped to free 

up the time of more senior members of the team’ 

(Construction, 11-24 employees)

5.12 Specialist training was also used to increase efficiencies by 

ensuring that individual productivity was raised:
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 One company used some of the ProAct funding to 

accelerate the training of their Apprentices for example 

through introducing more 3D Cad Cam skills.  This has 

meant that apprentices can now programme the milling 

machines themselves and spot and rectify problems 

without having to ask their supervisors.

 Another company provided training to enable 

maintenance staff to programme the tool room equipment 

which has increased the flexibility of job roles and as 

result helped to reduce staff downtime. 

Staff feedback mechanisms

5.13 Just over half of companies considered that the ProAct support 

had led to improvements in staff feedback mechanisms:

‘Although we had positive attitude to continual 

improvement anyway ProAct did help us to change some 

processes.  Staff feedback was highlighted as an issue 

through BIT and has definitely been improved leading to 

some useful suggestions such as around new product 

development which have been taken forward’ 

(Manufacturing sector, 25-49 employees).

Table 5.4: Improvements in staff feedback mechanisms
Reporting 

Improvement
No 

Improvement
% reporting 

improvement
Construction 9 14 39%
Finance, property & business 
services sector 2 8 20%

Other sectors 4 3 57%
Manufacturing 17 10 63%
Automotive 15 9 63%
Total respondents 47 44 52%
Don't know 16
Total 107

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

Company E, Construction Sector, 25-49 employees 

The company has been established for around 20 years and undertakes 
landscape contracting and grounds maintenance work.  Their main clients 
are local authorities, housing associations and developers.  Around half of 
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the staff are operatives who undertake the landscape contracting work.  The 
company also employs grounds maintenance and landscape foreman, 
administrative staff and supervisory staff.

The recession had first made an impact towards the start of 2008 and 4 
redundancies were made in 2008 and a further 4 in 2009.  A large proportion 
of the workforce were put on short time working in December 2009/January 
2010.  The company first found out about ProAct in August 2009 and 
received approval in March 2010.

The choice of training was linked to business need.  Prior to the recession the 
company had achieved Investors in People however much of the training had 
been in-house and ProAct gave them the opportunity to broaden their skills 
base:
‘ProAct has allowed us to develop new skills, for example we now have staff 
skilled in dry stone walling and resin bound paving which has resulted in new 
invitations to quote.  Without ProAct training would have been very 
limited...perhaps 20% of the amount funded through ProAct purely focussing 
on the essentials such as plant training’. (Managing Director)

The managing director believes that there have been some impacts on 
productivity:  ‘There are more people that are highly skilled at operating 
machines through the plant operator training which should mean that we 
operate a bit more efficiently.  Some clients insist on this training so it should 
help to broaden our markets’.   Health and safety training has been important 
in ensuring more of the workforce can set foot on main contractor sites.

There have also been significant impacts on staff morale:  ‘Without the 
support from ProAct an additional 3-4 jobs would have definitely have been 
lost and ProAct has helped to give staff a greater feeling of security.  We had 
to tell people that the order book was desperately quiet however we were 
also able to tell them that we could fall back on this training rather than have 
to lay you off’. (Managing Director)

Overall the company considers that ProAct has been very important in 
supporting them to secure new contracts... ‘we have had a lot more training 
and it has made the company more flexible…more people can now drive a 
trailer or a lorry, health and safety has improved, more people can work on 
main contractor sites and have specialist skills...training goes a long way in 
helping us to win a lot of our tenders’. (Managing Director)

Staff morale

5.14 One of the key benefits identified by companies arising from the 

ProAct support related to staff morale.  Around 93% of 

companies reporting a benefit considered that ProAct support 

had a positive impact on staff morale.

5.15 The training provided through ProAct enabled staff to keep busy 

when workloads were variable and allowed the company to 

demonstrate to its employees that they were being invested in 

preparation for the eventual upturn.
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‘Because of ProAct it is now 18 months since 

redundancies which has improved morale.  Training 

shows that the company has faith in its future.  Having 

people productive rather than busy work makes 

everyone feel better’. (Finance, property and business 

services sector, 50-199 employees)

‘For us morale was the most significant impact - for 

employees on short time working and losing pay it was 

really important to see that the company was investing in 

them’. (Manufacturing sector, 50-199 employees)

‘There has been a lot of doom and gloom and to be able 

to offer people training has helped individuals to feel a bit 

more secure when others were losing their jobs’ 

(Automotive sector, 50-199 employees)

5.16 For the remaining 7% of companies, the impact on morale was 

more mixed.  For some companies this was linked to a 

reluctance amongst some staff to train, to undertake 

examinations or to undertake a particular type of training:

‘The initial training was undertaken with some 

reservation.  The workforce took some convincing to 

change and the way in which their roles were undertaken 

and the methods used’ (Automotive sector, 50-199 

employees)

‘It had a mixed impact.  Many of the gang members were 

reluctant to undertake formal training and were worried 

about taking tests’ (Construction sec to r ,  11-24 

employees)

‘It actually had a negative impact on morale - some staff 

did not see that value of leadership and management 

training and wanted to do more technical training’ 

(Manufacturing sector, 50-199 employees)
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Impact on productivity

5.17 As a result of one or more of these changes around two thirds of 

companies considered that the productivity of their workforce had 

increased.

Table 5.5: Impacts on productivity 
Number %

Yes - significant impact 33 42%
Yes - some impact 35 45%
No impact 10 13%
Total Respondents 78 100%
Don't know 26
Did not answer 3

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

‘We routinely measure the unit output per operator.  We  

are now operating on the same volume as before the 

downturn however output per operator is 36% higher 

which I believe attributable purely to the training through 

ProAct’ (Manufacturing Sector, 50-199 employees)

Impact of the training on costs

5.18 Almost three quarters of companies were able to identify cost 

savings as a result of the training through ProAct.  Cost savings 

were most evident in the manufacturing sector where 83% of 

companies considered the training had made an impact (table 

5.6).

5.19 In a quarter of employers the training had meant that the 

company was able to bring more work in-house:

‘The training has meant that we can now undertake 

sustainable homes assessments in house which 

previously we had to rely on sub-contractors to do.  This 

currently represents 10% of our turnover and has further 

growth potential’.  (Finance, property and business 

services sector, 5-10 employees)
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5.20 In over a third of cases the training had led to reductions in 

wastage.  This was particularly the case for the manufacturing 

sector where over two thirds of companies had reduced their 

costs as a result of the training:

‘As a result of ProAct we now host weekly training 

sessions in relation to continuous improvement, before 

training was purely focussed on H&S and hygiene.  This 

in combination with the other training undertaken through 

ProAct has led to a reduction in wastage (as measured 

by faulty products) by around 8-10%.  (Manufacturing 

sector, 200-499 employees)

Table 5.6: Cost savings resulting from ProAct training
Cost reduction Yes No Don’t know % Yes 
Construction 18 6 1 72%
Finance, property & business services sector 6 5 0 55%
Other sectors 3 4 0 43%
Manufacturing 25 2 3 83%
Automotive 25 4 5 74%
Total respondents 77 21 9 72%
Able to bring in more work in house Yes No Don’t know % Yes 
Construction 9 13 3 36%
Finance, property & business services sector 4 6 1 36%
Other sectors 1 6 0 14%
Manufacturing 9 19 2 30%
Automotive 4 22 8 12%
Total respondents 27 66 14 25%
Reduced wastage costs Yes No Don’t know % Yes 
Construction 5 19 1 20%
Finance, property & business services sector 1 9 1 9%
Other sectors 1 6 4 14%
Manufacturing 18 8 0 60%
Automotive 13 14 7 38%
Total respondents 38 56 13 36%
Ability to undertake internal training Yes No Don’t know % Yes 
Construction 12 10 3 48%
Finance, property & business services sector 4 6 1 36%
Other sectors 3 4 0 43%
Manufacturing 13 13 4 43%
Automotive 16 10 8 47%
Total respondents 48 43 16 45%

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.
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5.21 In just under half of cases costs had reduced as a result of an 

increased ability to train internally.  As one company commented, 

‘Train the Trainer has increased our ability to train internally.  

This has meant a reduction in next year’s training budget from 

£10k to £2.5k’. (Manufacturing sector, 11-24 employees)

Impact on profitability

5.22 Overall, ProAct participating companies experienced a 1.3% 

decline in profitability over the 2007/08 to 2009/10 period.  Over 

two fifths of companies had a decline in profitability, however, 

just under two fifths experienced an increase in profits.  This was 

particularly the case in the manufacturing sector.  One company 

in the ‘other’ sectors experienced a significant growth in profit 

and accounted for the large increase in profitability in this sector.

Table 5.7: Change in profitability 2007/08 to 2009/10

% change % 
decrease

% 
increase

% no 
change

Total 
known Unknown

Construction -7.4% 64% 18% 18% 11 16
Finance, property and 
business services -8.3% 67% 33% 0% 3 8

Other sectors 2.0% 33% 33% 33% 3 2
Manufacturing 2.8% 29% 59% 12% 16 14
Automotive 0% 33% 22% 45% 9 25
Other community - - - - 0 10
Average all sectors -1.3% 43% 38% 19% 42 65

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.23 A range of reasons were provided for the decline in profitability 

experienced by over two fifths of companies including increased

raw material, transport and energy costs and downwards 

pressure on pricing during the recession.  For the 38% of 

companies that had seen an increase in profitability reasons 

included efficiency savings and reduced costs related to the 

training through ProAct as well as reduced competition from the 

loss of competitors.

Company F, Automotive Sector, 100-249 employees 

This company is in the automotive sector and supply chain of a large vehicle 
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manufacturer.  The company was first hit by a decline in orders at the start of 2008 
and staff were asked to take an additional weeks shutdown.

Since the recession employee numbers have decreased by a third although this was 
purely because of natural wastage and the non-renewal of temporary contracts as 
the company is committed to a policy of zero redundancies for its permanent staff.

The company first found out about ProAct in February 2009 and received support 
within a month.  They had a clear idea of what their training needs were and 
considered that it was not necessary to receive external advice on training.  They 
had an existing training plan but this was on hold due to finances.  Without ProAct 
support the company considers that no training would have been undertaken over 
the last year.  

The ProAct funding enabled those on longer term courses, for example degrees, to 
be continue to be supported.  Because up to 100 jobs were considered to be at risk 
the training plan covered all employees on almost 70 different training programmes.  

 The main types of training undertaken comprised NVQs in Performing 
Manufacturing Operations and Business Improvement Techniques, personal 
development courses, technical training for engineers and training aimed at reducing 
external costs.  

Much of the training for shopfloor staff was geared to increasing flexibility.   Prior to 
the recession the company had experienced a rapid increase in both workload and 
employee numbers which meant that there was no time to cross train to make 
employees more flexible.

Impacts as a result of the training have included cost reductions through bringing 
more work in house.  In particular PAT testing has reduced the need for electricians.  
Training staff in air conditioning maintenance has saved almost £3,000 per year in 
servicing costs.

The performing manufacturing operations course has made people more aware of 
why they do what they do and how this impacts on the company.   This has helped 
to support the standardisation of work and led to improvements in product quality 
and reduced wastage.

There have also been significant impacts on staff morale and without the support 
from ProAct the HR Manager considers that the amount of short time working would 
have increased:

‘Without ProAct we would not have made any redundancies but we would have 
made a greater loss.  This would have meant more cost savings were necessary and 
we would have had to have increased the time staff go home up-paid.  This has not 
happened in the last 6 months which has had a very positive impact on the morale of 
our staff’.

The recovery prospects for the company are based on the performance of the large 
vehicle manufacturer that they supply to and the company has not yet seen any 
growth in profitability or turnover.  The company currently has too many shopfloor 
staff for the amount of work and they plan to invest more time and money in further 
cross functional training so they are prepared for the eventual recovery in orders.
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Impacts on product quality & range

5.24 Just under two thirds of companies considered that the ProAct 

support led to an improvement in the quality of product or service 

that they could offer their customers:

‘The QMS (Quality Management System) training for the 

shopfloor aimed to improve quality and help staff to 

understand why certain documentation and recording 

needed to be completed.  As a result quality did 

improve...people report on scrap and scrap reduces and 

they report issues on the machines more quickly’. 

(Automotive sector, 25-49 employees)

5.25 A positive impact on the breadth of services or products was 

cited as a benefit by just over half of companies.  This varied 

somewhat by sector with over three quarters of companies in the 

construction sector citing this as a benefit.  In many cases 

companies in this sector took the opportunity to increase 

specialist skills or bring existing qualifications up to date.

Table 5.8: Impacts of ProAct supported training on product 
quality and range

Product quality Reporting 
Impact

No 
impact

% Reporting 
Impact

Construction 12 10 55%
Finance, property & business services sector 7 4 64%
Other sectors 5 2 71%
Manufacturing 17 10 63%
Automotive 18 9 67%
Total known 59 35 63%
Don’t know 13 -
Total 107
Product range Reporting 

Impact
No 

impact
% Reporting 

Impact
Construction 18 5 78%
Finance, property & business services sector 6 4 60%
Other sectors 2 5 29%
Manufacturing 14 15 48%
Automotive 12 15 44%
Total known 52 44 54%
Don’t know 11 -
Total 107
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Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.26 The proportion of manufacturing sector employers citing this as a 

benefit was somewhat lower.  In many cases this was linked to 

external constraints, for example, conditions set by an overseas 

parent on the types of product that they could supply.  However, 

in other cases where there was greater local autonomy, there 

was a clear benefit:

‘The management training has meant that products 

which were in the development pipeline are now being 

brought to market more quickly which decisions being 

made on which ones to shed’ (Manufacturing sector, 11-

24 employees)

5.27 For a number of the case study companies, specialist training 

was used as a way of investigating new market areas and testing 

new products.  For example, as one employer explained: 

‘what we set out to do with the training was to develop 

alternative products and things to sell…if we did two 

days training on a new design for plastic moulding, we 

would have a play at our own expense to see if it actually 

works’. (Manufacturing sector, 11-24 employees)

5.28 In the automotive and manufacturing sectors there were a 

number of examples how CAD (Computer Aided Design) and 

other high level training would help to cement new work for the 

future:

 For a specialist manufacturer and supplier of thermal 

control and renewable energy products for outdoor 

located equipment support from ProAct helped them to 

develop a product to extract water and moisture quickly 

from flooded properties.

 One company undertakes the reclamation and 

reprocessing of silicon test wafers which would usually 

become waste.  Prior to ProAct the company was working 
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on a project to re-use the wafers as photovoltaic cells to 

generate electricity.  Without the ProAct support the 

company would have had to have made further 

redundancies and this product would have taken 1 or 2 

years to develop.  According to their HRD advisor ProAct 

has enabled them to speed up the development process 

so they now have a highly saleable premium product that 

will position them more strongly in the upturn.

Impact on existing market penetration

5.29 Over three quarters of employers considered that the ProAct 

training had led to an improved ability to compete in their current 

markets.  For construction sector companies this was often 

related to an increased ability to compete for local government 

frameworks:

‘Having more men trained and certified means we are 

more successful at achieving PQQs.  I would estimate 

our success has increased by around 5% as a result of 

the ProAct training’ (Construction sector, 11-24 

employees).

5.30 For companies in the manufacturing and automotive sectors 

there were clear links to the productivity improvements with 

evidence of an increased ability to respond to the upturn.

 ‘The training has meant that we are able to get more 

work through the factory which means we can price more 

competitively and provide faster deliveries’ (Automotive 

sector, 11-24 employees).
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Table 5.9: Impacts on ProAct Employers’ ability to compete 
In Current Markets Reporting 

Improvement
No Improvement % reporting 

Improvement
Construction 18 4 82%
Finance, property & 
business services sector 8 3 73%

Other sectors 5 1 83%
Manufacturing 24 5 83%
Automotive 19 10 66%
Total known 74 23 76%
Don’t know 10 -
Total 107

In New Markets Reporting 
Improvement

Too Early 
to say

No 
Improvement

% reporting 
Improvement

Construction 11 1 5 65%
Finance, property & 
business services sector 4 1 3 50%

Other sectors 0 2 3 0%
Manufacturing 8 1 12 38%
Automotive 12 0 12 50%
Total known 35 5 35 47%
Don’t know 32
Total 107

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

Impact on penetration of new markets

5.31 Just under half of companies considered that the training had 

increased their ability to compete in new markets.  This was 

related to a range of factors:

 Work directly related to new skills: 
‘We did a lot of training associated with new product 

development.  One of our aims was to increase our 

ability to do thin cross section aluminium forming.  We 

also did a lot of work on injection moulding and looked at 

tool validation development.  I think that without ProAct 

and without the capacity to release people we may have 

been able to look at one of these three areas but not all 

three.   Now in the medical, pharmaceutical and 

packaging markets we look a totally different business to 

one year ago’ (Manufacturing sector, 50-199 employees)

 Increased staff responsibilities/freeing up time to focus on 
new markets: 
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‘management training has definitely helped to increased 

the export market.  Previously (name of Managing 

Director) spent a lot of time sucked into the day-to-day 

management of the business.  The management training 

for the other managers has meant his time is now freed 

up to focus on marketing worldwide’ (Manufacturing 

sector, 11-24 employees).

 Increased confidence: 
‘ProAct gave us the confidence to look at new markets 

because we have more confidence in our team and how 

all the processes fitted together.  As a result we have 

developed an oven baked market browning product’ 

(Manufacturing sector, 50-199 employees).

 Ensuring staff buy-in to change:
‘we normally supply seating for new mini buses and 

coaches but this year have diversified to high speed 

ferries.  ProAct has helped support this by ensuring 

everyone was on board’ (Automotive sector, 25-49 

employees).

Impact on companies’ ability to secure new contracts

5.32 Since 2007/08 employers surveyed reported a net fall in sales by 

just under 4%. Overall, the proportion of companies experiencing 

a decrease in sales varied from 80% and 70% in the other 

community and construction sectors to 43% in the manufacturing 

sector.   The scale of change in net sales varied significantly by 

sector from a 14% increase in the manufacturing sector to a very 

significant decline for the small number of companies in the 

finance, property and business services and ‘other’ sectors (table 

5.10).  
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Table 5.10: Value of sales 
% of Companies reporting

% change 
net sales

Total 
known

decrease 
in sales

increase 
in sales

no 
change

Total 
known

Construction 1.0% 15 75% 19% 6% 16
Finance, property & business 
services -43.3% 7 71% 14% 14% 7

Other sectors -66.1% 6 50% 33% 17% 6
Manufacturing 14.2% 23 43% 52% 4% 23
Automotive -22.5% 19 55% 30% 15% 20
Average across all sectors -3.7% 70 57% 33% 10% 72
Not known 37 35

Row percentages may not sum to 100% due to rounding
Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.33 Despite the net fall in sales, a third of companies who responded 

considered that they had been able to secure new contracts as a 

direct result of the support (table 5.11).  For a significant 

proportion of automotive sector companies, this question was not 

relevant because they considered that they may have closed 

completely without the support.  This is discussed in section six.

Table 5.11: Impact of ProAct support on securing current 
contracts

No 
impact

Some Current 
contracts not 

secured without 
ProAct

Total 
known

Don’t 
know

NA – do 
not bid for 
contracts

NA –
may 
have 

closed
Construction 64% 36% 22 3 0 0
Finance, property & 
business services 70% 30% 10 1 0 0

Other sectors 75% 25% 4 0 3 0
Manufacturing 68% 32% 22 5 1 2
Automotive 63% 37% 19 11 0 4
Total known 66% 34% 77 20 4 6

Pecentages are of the 75 companies who gave a response 
Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.34 Of the 26 companies that considered that ProAct had helped 

them to secure some of their current contracts, 14 were able to 

identify specific contracts secured as a direct result of the 

support.  These contracts were estimated to have a total value of 

£3.6 million, representing around 10% of their latest annual 

turnover.  In the automotive sector, the contracts secured as a 

result of the ProAct support represented over a quarter of latest 
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annual turnover (table 5.12).  If these additional contracts are 

representative, the total value of additional contracts for the 

ProAct programme as a whole would be £7.25m28. 

Table 5.12: Value of contracts secured as a result of ProAct 
support

Contracts 
secured due 

to ProAct

Total for 
which 

value is 
known

Total value of 
contracts 

secured as a 
result of support

Total 
turnover

% of 
turnover

Construction 8 4 £527,000 £3,427,869 15%
Finance 3 1 £20,000 £4,000,000 0.5%
Other 1 0 - -
Manufacturing 7 4 £1,082,000 £20,240,000 5%
Automotive 7 5 £1,995,000 £7,640,000 26%
Total 26 14 £3,624,000 £35,307,869 10%

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

Table 5.13: Impact of support on ability to bid for new work 
Total 

known
No 

impact
Impact on 
contract 
pipeline

Don’t 
know

N/A – do 
not bid for 
contracts

N/A –
may have 

closed
Construction 21 76% 24% 4 0 0
Finance, property & 
business services sector 10 90% 10% 1 0 0

Other sectors 4 100% 0% 0 3 0
Manufacturing 23 87% 13% 3 1 3
Automotive 20 60% 40% 9 0 5
Total known 78 78% 22% 17 4 8

Pecentages are of the 78 companies who gave a response 
Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.35 For some companies the impact of ProAct support is more long 

term.  Companies were asked whether there were any contracts 

in the current pipeline that they would not have been in a position 

to bid for without the ProAct support.  Overall, around a fifth of 

companies who responded could identify one or more contracts 

that they would not have been in a position to secure without the 

support.  This proportion rose to 40% in the automotive sector.

Impact on exports

5.36 Data on the proportion of sales to organisations based in Wales, 

the rest of the UK and overseas was obtained from the company 

                                               
28 Grossing up pro-rata to the total number of companies in each sector
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interviews.  For the 80% of companies that were able to provide 

this information, well over half of all sales were to organisations 

based in Wales, a further 31% to organisations based in the rest 

of the UK and 13% to organisations based overseas.  

Differences by sector were marked with the vast majority of 

overseas sales generated by organisations in the Manufacturing 

and Automotive sectors.

Table 5.14: ProAct company domestic and foreign sales 2009/10 
Wales Rest of UK Overseas Total known Unknown

Construction 78% 22% 0% 22 3
Finance, property and 
business services 73% 27% 1% 10 1

Other 78% 22% 0% 7 0
Manufacturing 25% 49% 26% 26 4
Automotive 28% 42% 31% 20 14
Other community 100% 0% 0% 10 0
Average all sectors 56% 31% 13% 85 22

Row percentages may not sum to 100% due to rounding
Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

Table 5.15: Change in the balance of sales 2007/08 to 2009/10 
Balance of sales Number %

No change 58 72%
Decrease in exports Increased overseas to UK 2 2%

Increased overseas to Wales 2 2%
Increased UK to Wales 4 5%
Total 8 9%

Increase in exports Increased UK to overseas 7 9%
Increased Wales to UK 8 10%
Total 15 19%
Total responses 81 100%
Don’t know 26
Total 107

Source: CPC survey of ProAct employers not including those only securing support 
for Apprenticeships

5.37 Companies were asked to quantify the extent to which their 

balance of sales had changed as a result of a) the recession and 

b) support including training and associated impacts from the 

training undertaken through ProAct.  Since 2007/08 just under 

three quarters of companies considered that there had been no 

change in their balance of sales, around 10% considered that 
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they had shifted from overseas markets to UK and Welsh 

markets and just under a fifth considered that they had increased 

their export markets (table 5.15).

5.38 In all cases, any change was attributed to external factors linked 

to the recession and wider market change, rather than to ProAct.  

For those companies that experienced an increase in exports, 

contributing factors included more favourable exchange rates, a 

weakening in the UK market (in some cases linked to the 

squeeze on credit facilities) or a strategic decision to expand 

overseas.

5.39 For the 9% of companies that experienced a decrease in exports, 

contributing factors included a decline in European markets, the 

view that UK companies were backing UK companies and 

success in winning large local contracts.

Impact on recruitment and expansion 

5.40 Since first receiving support through ProAct, some 40% of 

employers surveyed had expanded their workforce by an 

average 16%.  Companies in the manufacturing and automotive 

sectors were the most likely to have recruited new staff and 

companies in the finance, property and business services sector 

the least likely (table 5.16).  Responses at the sector level are 

small and care should be taken in interpreting these results.

Table 5.16: Additional staff recruited since participation 
Total staff 
recruited

Total 
staff

% of existing 
workforce

Total 
respondents

Construction 17.5 293 6% 22
Finance, property & 
business services 3 108 3% 8

Other sectors 16.5 84 20% 7
Manufacturing 359 1,832 20% 27
Automotive 79 747 11% 21
Total 475 3,064 16% 85
Not known 22

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.
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5.41 Just over half of ProAct participants surveyed were planning 

recruitment over the next year and a further 45% were not 

planning for any change in employee numbers.  Just 5% were 

planning redundancies although this rises to 25% of companies 

in the finance, property and business services sector (table 5.17).

Table 5.17: Expectations of future staffing levels 
Planning 

recruitment
No 

change
Planning 

Redundancies
Total 

known
Don’t 
know

Construction 4 24% 12 71% 1 6% 17 8
Finance, property & 
business services 1 13% 5 63% 2 25% 8 3

Other sectors 1 17% 5 83% 0 0% 6 1
Manufacturing 14 74% 5 26% 0 0% 19 11
Automotive 15 79% 4 21% 0 0% 19 15
Total 35 51% 31 45% 3 5% 69 38

Source: CPC survey of ProAct employers excluding ProAct Apprentice companies.

5.42 For those planning recruitment in the next year, the numbers 

planned represent a net increase in the workforce of 5%.  This 

rises to 7% in the automotive sector.  The only sector that was 

predicting an overall decline in employee numbers was the 

finance, property and business services sector (table 5.18).

Table 5.18: Planned recruitment/redundancies over the next 12 
months 

Recruitment 
staff nos

Redundancies 
staff no

Net 
change

Total 
staff

% of existing 
workforce

Total 
respondents

Construction 9 0 9 219 4% 20
Finance, 
property and 
business 
services

1 2 -1 118 -1% 9

Other sectors 6 2 4 366 0.5% 7

Manufacturing 68.5 0 68.5 1615 4% 25

Automotive 53 0 53 747 7% 21

Total 147.5 5 89.5 2,783 5% 82

Not known 25

Note: Future recruitment and redundancy estimates are unmatched. Total 
employment in those firms who responded.
Source: CPC interviews with ProAct participants excluding ProAct Apprentice 
companies.

5.43 Just under half of companies planning recruitment over the next 

year were aware of the Skills Growth Wales (SGW) programme 

(table 5.19).  This programme is supported through the European 
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Social Fund and provides support for companies that will have an 

impact on helping to revitalise the economic market.  Companies 

are expected to identify a specific measurable growth opportunity 

and to demonstrate that Skills Growth Wales funding can help to 

support this through training that is over and above what would 

have been undertaken anyway.

5.44 Half of all ProAct companies that were planning recruitment and 

aware of Skills Growth Wales were planning to apply for support 

from SGW (table 5.19).  The reasons why companies were not 

planning apply were uncertainty over the eligibility criteria and the 

requirement to complete the ProAct supported training first.

Table 5.19: Awareness of Skills Growth Wales  
Planning 

recruitment Aware of SGW Planning to/ 
have applied

Construction 7 2 29% 1 50%
Finance, property & business 
services 1 0 0% - -

Other sectors 1 0 0% - -
Manufacturing 14 7 50% 4 57%
Automotive 15 9 60% 4 44%
Other community 3 0 0% -
Total 41 18 44% 9 50%

Source: CPC survey of ProAct employers
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6 Learner Benefits from Participation

Chapter Summary

 Just under three quarters (73%) of responses were from 

employees from companies in the manufacturing sector 

and the remaining quarter were from employees in the 

automotive sector.

 Two thirds of employees (66%) considered that in the 

absence of the ProAct support they would not have been 

offered any training at all.  A further 18% considered that 

some changes would have been made to the training, for 

example more of the training provided internally.  Around 

11% considered that their employer would have offered 

them some of the same courses and just 4% considered 

that all of the same training courses would have been 

offered anyway.

 Over two thirds (67%) of employees were highly or quite 

satisfied with the overall quality of the training.  

Satisfaction varied – greater satisfaction with industry 

specific training (greater job relevance), higher level 

training including leadership and management training.  

Lowest satisfaction with soft skills courses and BIT.

 Despite this over 80% considered that it enabled them to 

learn something relevant to their current job and to gain 

transferable skills.

 Over two thirds (69%) of respondents considered that 

their job had been under threat of redundancy at some 

point over the last 2 years and a further 15% did not 

know.  Just 15% did not consider that their job had been 

under threat of redundancy.

 Almost a half (47%) of respondents considered that the 

ProAct training has helped to increase the security of 

their job.  This increases to 54% if just those that 
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considered that their job had been under threat are 

included. 

 For 45% of these employees job security has been 

increased by helping them to develop the skills to work in 

other ‘busier’ areas of the company.  For 40% it has 

helped them to upskill to work in expanding areas of the 

business. The other 15% considered it helped through 

the financial benefit their employer gained.

Sampling Issues

6.1 This section presents initial findings from the analysis of 283 

learner questionnaires.  We were unable to access information 

on the names and contact details of those who benefited from 

ProAct training and there was, therefore, no option but to 

distribute postal questionnaires to ProAct companies for them to 

pass on to the relevant employees.  This has delivered a very 

low response rate with approximately 2% of all ProAct trainees 

from 8 companies ProAct companies responding.  This means 

that while there are sufficient individual responses for an analysis 

of their perceptions, they are drawn from a very narrow range of 

circumstances and this needs to be borne in mind when 

interpreting the results.

Characteristics of Respondents

6.2 Some 283 learners from 8 companies participated in the survey, 

of these:

 Just under three quarters (72%) were employed in 
companies in the manufacturing sector;

 More than a quarter (27%) were employed in companies 
in the automotive sector and

 1% were employed in companies from the construction 
sector (1 company).
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6.3 The majority of respondents were male: 87% of respondents 

compared to 13% female.  Age break-down of respondents was 

as follows:

 3% were younger than 25;
 Two thirds (66%) were aged between 25 and 49 and
 31% were aged between 50 and 64.

6.4 Respondents tended to have been working for their current 

employer for a significant period of time: 

 21% of respondents have been employed with their 
current employer for more than 20 years;

 26% for 11 to 20 years;
  41% for 6-10 years and
 12% for 2 to 5 years.  

6.5 None of the respondents had worked for their current employer 

for less than 2 years.

6.6 Half of the respondents had qualification levels up to Level 2 (this 

included 15% who had no qualification) and the other half had 

qualification levels superior to Level 2 prior to participating on 

ProAct.  Detailed break-down is presented below:

 15% of respondents had no qualifications
 7% had qualifications at level 1
 28% had qualifications at level 2
 21% at level 3 and
 28% at level 4 or higher.

Table 6.1: Prior Qualifications of ProAct Learners

Qualification Level
NVQ 

Equivalent
Number of 
learners % of known

No qualifications None 886 11%
Below NQF Level 2 Level 1 2,459 30%
NQF Level 2 Level 2 2,343 28%
NQF Level 3 Level 3 1,452 17%
NQF Level 4-6 Level 4 973 12%
NQF Level 7-8 Level 5 210 3%

8,323 100%
Not Known 1,837
Total 10,160

Source: ProAct MIS
Note: NQF Levels 1-3=NVQ Levels 1-3, Levels 4-6 are equivalent to NVQ Level 4 
and 7-8 NVQ Level 5.
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6.7 ProAct MIS does capture the prior qualifications of the learners 

included in the company training plans.  Employees involved in 

ProAct have a wide range of prior qualifications from ‘no

qualifications’ through to Level 4 and above.  

6.8 In the year before starting the ProAct training, 35% of 

respondents had received training from their employer.  In two 

third of cases (66%) this led to a certificate or qualification.  This 

training tended to have taken place in the workplace (in 89% of 

cases) and during working hours (in 91% of the cases).

Training experience

6.9 For the majority of respondents, the type of training supported by 

ProAct had been chosen by their employer (83% of the 

respondents).  Only 12% of the respondents felt they had some 

say in the choice of training and just 5% chose all of the training 

personally.

6.10 It may be worth underlining that as well as not being involved in 

the choice of training, the majority of respondents (39%) did not 

know whether they had any training remaining to complete 

through ProAct.  The remaining 61% were shared equally 

between respondents who still had training to complete and 

respondents who had completed all their training.  For the 

majority of respondents who has not completed their training yet, 

the reason was the training had been scheduled at a later date or 

because they had been too busy. Very few had not completed for 

“negative” reasons (such as employee or employer not wanting 

the training to be continued).

6.11 Arrangements for the training were very similar to arrangements 

in previous training undertaken by respondents (which was 

mainly in-house during working hours).  The majority of the 

training (77%) was undertaken with an external training provider 

at the employer’s premises.  The vast majority of the training 
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(94%) was undertaken within the employee’s usual working 

hours.

6.12 Through Pro-Act respondents have completed an average of 

11.6 days training to-date.  Number of days in training ranged 

from less than a day to up to 47 days.

6.13 Overall, the 283 learners have undertaken 493 training courses 

so far.  These courses have been undertaken in the following 

proportions:

 Business Improvement Techniques (30%)
 Management, including courses accredited by the ILM 

(20%)
 Health and Safety (18%)
 Industry specific training (13%)
 Train the Trainer (5%)
 The remaining courses included ICT, personal 

development, environmental standards and employment 
law.

6.14 Just under half the employees (46%) considered that in the 

absence of the ProAct support they would not have been offered 

any training at all.  A further 13% considered that some changes 

would have been made to the training, for example more of the 

training provided internally.  Around 9% considered that their 

employer would have offered them some of the same courses 

and just 3% considered that all of the same training courses 

would have been offered anyway (please note that 30% did not 

know).

Satisfaction with the ProAct training

6.15 The majority of the respondents (66%) were either highly or quite 

satisfied with the quality of the training: 

 23% of respondents considered that they were highly
satisfied;

 43% were quite satisfied – describing the majority of the 
training as good;
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 Less than a third (30%) had mixed views considering that 
some of the training was good but other aspects were 
poor;

 2% described themselves as quite dissatisfied 
considering that the majority of the training was poor 
quality; and

 1% were very dissatisfied.

6.16 Satisfaction with training varied according to the type of course.  

Respondents rated the industry specific training the most highly.   

Levels of satisfaction were lowest for business improvement 

techniques and soft skills training.  The main reason for 

dissatisfaction was the ‘lack of relevance to everyday work’.  For 

the courses that had the greatest number of participants 

(numbers of participants in other courses are too small to run 

cross-tabulations):

 Business Improvement Techniques – 60% of the trainees 
were positive about the training (either highly or quite 
satisfied), 38% had mixed views and 2% were quite 
dissatisfied;

 Management – 77% of trainees were positive and 22% 
had mixed views (none were negative about the training);

 Health and Safety - 86% of trainees were positive, 12% 
had mixed views and 2% were quite dissatisfied;

 Industry specific courses – 78% of the trainees were 
positive about the training, 18% had mixed views and 4% 
were quite dissatisfied.

Impacts of the training funded through ProAct on skills and work

6.17 Participants in the survey were asked to identify the benefits that 

they had derived from taking part in ProAct.  They wholly or 

partially agreed that:

 training enabled them to keep busy during a quiet period 
(64%);

 it enabled them to learn something that will help them to 
progress within the company (62%);

 it enabled them to learn something relevant to their 
current job  (78%);

 it enabled them to gain transferable skills (77%).

6.18 As a result of the training, respondents considered that
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 they had increased the skills they need for their job 
(52%);

 they could now work more flexibly (33%);
 they felt more confident (48%);
 they felt more motivated (41%);
 they considered they have more responsibilities (28%); 

and
 they felt a sense of achievement (51%).

6.19 In addition, ProAct had impacts on the attitude to training and 

learners’ likelihood to undertake more training in the future: 49% 

of respondents considered that the ProAct training has 

encouraged them to undertake more training if the company pays 

for it and an additional 1% were willing to pay for it themselves.  

For 27% the ProAct training did not impact on their attitude 

towards further training as they considered that they had always 

been interested in training.  A fifth of respondents (20%) were not 

interested in any further training (note that 3% did not respond).

Impacts of the training funded through ProAct on job security

6.20 The majority of respondents  (69% or 196 individuals) considered 

that their job had been under threat prior to taking part in ProAct.  

Another 15% did not consider their job had been under threat 

and 16% did not know.

6.21 More than a third (39%) of respondents considered that the 

ProAct training has helped to increase the security of their job.  

This increases to 45% if just those that considered that their job 

had been under threat are included. 

6.22 According to respondents whose job security had increased as a 

result of ProAct, the programme helped in the following ways 

(responses do not add up to 100% because of multiple 

responses):

 job security increased because ProAct helped them 
develop the skills to work in other ‘busier’ areas of the 
company (57%);
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 ProAct helped them up-skill to work in expanding areas of 
the business (50%);

 Job security increased as a result of the financial benefit 
their employer gained through participating in ProAct 
(18%).
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7 Impact on Safeguarding Employment

Chapter summary

 Just under three quarters of companies considered they 

would have made additional redundancies in the absence 

of ProAct support ranging from 27% for companies in the 

finance, property & business services sector to 93% in 

the manufacturing sector.  

 Just under 100 companies were able to provide an 

estimate of the total number of jobs safeguarded through 

ProAct.  Overall these companies would have made 784

additional redundancies representing 18% of the total 

workforce.  On the basis of the wage subsidy received by 

these companies it is estimated that the cost per 

safeguarded job was around £6,800 – and around £5,200 

for companies in the manufacturing sector and £7,100 for 

companies in the automotive sector.

 Grossing these figures up to the level of the programme 

as a whole gives an estimate of 1,833 jobs safeguarded 

and the average cost per job safeguarded is £6,052 -

under £4,900 for companies in the manufacturing sector 

and around £6,400 for companies in the automotive 

sector.

 Three quarters of companies considered they would have 

made additional redundancies in the absence of ProAct 

support, with significantly higher rates in the automotive 

and manufacturing sectors. Larger companies (over 200 

employees) reported proportionately fewer jobs 

safeguarded than their smaller counterparts.

 Just over half of the companies considered that additional 

redundancies would have affected the company’s ability 

to compete in the future.  An additional 13% of 
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companies considered that they would have closed 

altogether.  

 A fifth of companies interviewed (and 29% of companies 

supported through ProAct) had a non-Welsh parent 

company.  Of those interviewed 63% considered that the 

ProAct support had a positive impact on the parent 

company’s attitude to redundancies within the Welsh 

operations.

Redundancies prior to ProAct

7.1 In addition to the aim of upskilling the workforce in preparation for 

the upturn in the economy, the ProAct programme has an 

important role in the safeguarding of jobs.  Table 7.1 

demonstrates how hard ProAct participating companies have 

been hit by the recession.  Over the three years prior to 

participating, the 124 participants in the survey had shed 11% of 

their workforce.  

Table 7.1: Number of redundancies prior to ProAct 
No of 
firms

Average 
redundancies 

per firm

Total 
redundancies

No of 
employees at

start of ProAct

% 
jobs 
lost

Construction 33 3.03 100 551 18%
Automotive 33 11.61 383 2676 14%
Manufacturing 30 26.15 785 8320 9%
Finance, property & 
business services 11 9.27 102 278 37%

Community, social & 
personal service activities 10 0.20 2 101 2%

Other sectors 7 2.14 15 366 4%
Total known 124 11.18 1386.5 12,292 11%
Unknown 2 - - - -
Total 126

Source: CPC survey of ProAct employers

Table 7.2: Number of redundancies during application process
No of 
firms

Average 
redundancies 

per firm

Total 
redundancies

No of employees 
at start of 

ProAct

% 
jobs 
lost

Construction 32 0.5 15 548 3%
Automotive 32 4.1 130 2516 5%
Manufacturing 29 2.8 80 8245 1%
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Finance, property & 
business services 11 0.0 0 278 0%

Community, social & 
personal service activities 10 0.1 1 101 1%

Other sectors 7 16.4 115 366 31%
Total known 121 2.8 341 12,054 3%
Unknown 5 - - - -
Total 126

Source: CPC survey of ProAct employers.

7.2 At the time of applying for support companies were still 

experiencing difficulties, with a further 3% loss of jobs during the 

period between the submission and approval of the ProAct 

application (table 7.2).

7.3 Following approval on the programme, the number of 

redundancies as a proportion of the workforce still fell by 1% 

(table 7.3).

Table 7.3: Number of redundancies following approval
No of 
firms

Average 
redundancies 
per company

Total 
redundancies

No of 
employees at 

start of ProAct

% 
jobs 
lost

Construction 31 0.13 4 546 1%
Automotive 32 0.5 16 2,516 1%
Manufacturing 29 1.34 39 8,245 0%
Finance, property & 
business services 10 0.1 1 268 0%

Community, social & 
personal service activities 10 0.2 2 101 2%

Other sectors 7 0 0 366 0%
Total known 119 1.92 62 12,042 1%
Unknown 7 - - - -
Total 126

Source: CPC survey of ProAct employers

Impact on safeguarding jobs

7.4 Just under three quarters of all companies surveyed considered 

they would have made additional redundancies if the ProAct 

support had not been available.  This rose to 93% in the 

manufacturing sector.  Eight of the companies considered that 

without the ProAct support they would have closed. The number 

of companies making additional redundancies was significantly 

lower in the finance, property and business services sector than 
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in other sectors where just 27% of companies considered they 

would have made additional redundancies in the absence of 

support.  

Table 7.4: Additional redundancies without support

Number of 
companies

Companies who 
would have 

made additional 
redundancies

No additional 
redundancies

% companies 
making 

additional 
redundancies

Construction 31 23 8 74%

Automotive 33 23 10 70%

Manufacturing 29 27 2 93%
Finance, property & 
business services 11 3 8 27%

Community, social & 
personal service activities 10 9 1 90%

Other sectors 7 5 2 71%

Total 121 90 31 74%
Don’t know 5 - - -

Source: CPC survey of ProAct employers

Impact on jobs safeguarded: survey data (non Apprentice applicants)

7.5 In total, 107 companies in the survey received ProAct support for 

non-Apprentice applications.  Of these 96 were able to provide 

an estimate of the total number of jobs safeguarded through 

ProAct (the remainder were unable to provide any estimate).

7.6 In these 96 companies, some 784 additional redundancies would 

have been made without ProAct support, representing 18% of 

the total number of employees in the sample firms.  On the basis 

of the wage subsidy received by these companies, the cost per 

safeguarded job was £6,834. 

Table 7.5: Impact of ProAct on safeguarding jobs by sector

Number of 
companies

Number of 
employees 
in sample 

firms

Total jobs 
safeguarded

% 
employees

safeguarded

Total 
Wage 

Subsidy

Wage 
Subsidy

Cost per job 
safeguarded

Construction 21 306 31 10% £366,700 £11,829

Automotive 32 2,100 350 17% £2,475,449 £7,072

Manufacturing 26 1,827 372 20% £2,163,444 £5,185
Finance, property & 
business services 10 130 12 9% £219,550 £18,295

Other sectors (incl. 
Community, social 
& personal service 
activities)

7 85 19 22% £132,350 £6,966
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Total  reporting 
safeguarded jobs 96 4,448 784 18% £5,357,493 £6,834

Don’t know 11

Source: CPC survey of ProAct employers excluding those who only received support 
for an Apprentice and ProAct MIS

7.7 The cost per additional job safeguarded is significantly higher for 

companies in the construction sector than for those in the 

automotive and manufacturing sectors, reflecting the greater 

fragmentation in the sector and use of sub-contractors.  The 

estimates for finance, property & business services sector29 and 

community, social and personal services sector and other 

sectors are based on a small number of cases and should be 

treated with caution.  

7.8 There was some difference in the cost per job safeguarded by 

company size with a lower cost per job safeguarded for 

companies with less than 10 employees (table 7.6).

Table 7.6: Impact of ProAct on safeguarding jobs by size

Number of 
employees

Number of 
companies

No of 
employees 
in sample 

firms

Total jobs 
safeguarded

% employed 
safeguarded

Total WS WS Cost per 
job 

safeguarded

1 to 10 24 186 41 22% £184,488 £4,500

11 to 24 20 295 46 16% £338,575 £7,360

25 to 49 15 365 99 27% £612,300 £6,185

50 to 199 29 2,029 424 21% £2,925,210 £6,899

200 + 8 1,573 174 11% £1,296,920 £7,453

Total 96 4,448 784 18% £5,357,493 £6,834

Source: CPC survey of ProAct employers excluding those who only received support 
for an Apprentice

7.9 At the sectoral level this was more pronounced with a 

significantly lower cost per job safeguarded for automotive and 

manufacturing sector employers which employed fewer than 10 

staff (table 7.7)

                                               
29 It should be noted that only 14 companies fall into this classification in the 
programme as a whole and so the 10 responses represent over 70% of the 
population.



113

Table 7.7: Wage subsidy cost per job safeguarded
1 to 10 employees 11+ employees

Total 
Wage 

Subsidy

Jobs 
safeguarded

Wage 
Subsidy

cost per job 
safeguarded

Total 
Wage 

Subsidy

Jobs 
safeguarded

Wage 
Subsidy

cost per job 
safeguarded

Construction £25,250 3 £8,416 £341,450 28 £12,195
Finance, property 
& business 
services*

£219,550 12 £18,296 - - -

Manufacturing £48,163 13 £3,705 £2,115,281 359 £5,892

Automotive £55,275 14 £3,948 £2,420,174 337 £7,182

Other sectors* £144,000 19 £7,579 - - -

Source: CPC survey of ProAct employers excluding those who only received support 
for an Apprentice
*There are too few companies in these sectors so the results are not split by size 
band.

Impact on jobs safeguarded: RM/HRD views

7.10 The data provided above represents the views of 96 of the 204 

companies that received ‘core’/non-apprentice ProAct support.  

In order to provide a more comprehensive picture of the impact 

on jobs safeguarded it is possible to combine this data with 

information from HRD advisors and RM’s in relation to their views 

on the impact on companies supported30.

7.11 Table 7.8 includes this information for a further 27 companies.  It 

is clear that when the HRD advisors’/RMs’ views on impacts are 

taken into account both the proportion of jobs safeguarded and 

the cost per job safeguarded across is significantly lower.  For 

example, additional information was provided for seven 

companies in the construction sector resulting in the cost per job 

safeguarded falling from almost £12,000 to just over £4,000.  

Similarly, for the automotive sector additional information was

provided for eleven companies resulting in the cost per job 

safeguarded falling from just over £7,000 to around £3,500.  

                                               
30 Where the company had provided an estimate of the number of jobs safeguarded 
their numbers are used.  Where this data is unknown data from HRD advisors or 
Relationship Managers is used.
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Table 7.8: Employers’, HRD advisors’ & RMs’ perceptions of the 
impact of ProAct on safeguarding jobs

No of 
firms

No of 
employees 

Total 
redundancies

% employed
safeguarded

Wage 
subsidy

WS Cost per 
job 

safeguarded
Construction 28 562 159 28% £665,250 £4,184

Automotive 43 3.076 1008 33% £3,490,386 £3,463

Manufacturing 33 2.119 399.5 19% £2,706,157 £6,774
Finance, property & 
business services 12 188 42 22% £310,975 £7,404

Community, social & 
personal service 
activities*

7 89 18 20% £124,525 £6,918

Total 123 6,034 1626.5 27% £7,297,293 £4,487

Source: CPC survey of  ProAct employers and RMs/HRD advisors and ProAct MIS. 

7.12 This change is partially a reflection of the more optimistic view of 

stakeholders in relation to impacts than the companies 

themselves.  For example, stakeholders were more inclined to 

consider that in the absence of support a company would have 

closed than the companies’ themselves.  We believe it is more 

appropriate and accurate to use the company’s view in relation to 

the impact of the support, the data in table 7.8 may be 

considered to provide a low estimate of the wage subsidy cost 

per job safeguarded – for example, it may be assumed that for 

automotive sector companies the wage subsidy cost per job 

safeguarded lies somewhere between £3,463 and £7,053.

Impact on jobs safeguarded: population based data (non Apprentice 
applicants)

7.13 It is possible to gross up the estimates for the 96 employers that 

were able to provide an assessment of safeguarded jobs in order 

to provide an estimate of jobs safeguarded amongst the 

population of companies supported. 

7.14 Overall, 204 companies received ProAct support for non-

Apprentice applications and 10,409 associated employees 

received wage subsidy support with an average cost per job 

safeguarded £6,052.  The cost per job safeguarded was £4,877

for manufacturing sector companies and £6,380 for automotive 

sector companies.  The differences in the cost per job 
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safeguarded are due to the re-weighting of the sample estimates 

to reflect the characteristics of all companies supported by 

ProAct – there are proportionately more companies with lower 

wage subsidy costs in the population than in the sample.  It 

should be noted that the costs are only that part of the ProAct 

support for the wage subsidy and do not include the costs of 

training.  A full analysis of costs and benefits is presented in the 

next section.

Table 7.9: Impact of ProAct on safeguarding jobs

Total WS Total 
employees 

Total  jobs 
safeguarded

% jobs 
safeguarded

WS Cost per 
job 

safeguarded

Construction £1,254,916 1,054 107 10% £11,728

Automotive £4,549,257 4,276 713 17% £6,380

Manufacturing £4,628,611 4,659 949 20% £4,877
Finance, property and 
business services £370,025 219 20 9% £18,501

Other sectors (incl. 
Community, social & 
personal service activities)

£290,375 201 45 22% £6,453

Total £11,093,184 10,409 1,833 18% £6,052

Source: CPC survey of ProAct employers & ProAct MIS excluding those who only 
received support for an Apprentice.

Impact on future competitiveness 

7.15 Overall, just over half of the companies considered that 

additional redundancies would have affected the company’s 

ability to compete in the future.  Another 13% of companies 

considered that they would have closed altogether.  These 

impacts were particularly strong in the manufacturing and 

automotive sectors.  The construction sector was least likely to 

cite a positive benefit from jobs safeguarded with around a 

quarter of companies considering that additional redundancies 

would not have impacted on further competitiveness.  This is 

potentially linked to the more mobile workforce within this sector 

with many companies reliant upon seasonal work and temporary 

labour (table 7.10).
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Table 7.10: Impact on future competitiveness
Affected 
ability to 
compete

May 
have 

closed

No impact from 
jobs safeguarded 

on competitiveness

No jobs 
safeguarded

Total 
known

Construction 38% 8% 23% 31% 26
Finance, property & 
business services 0% 0% 0% 100% 4

Other 43% 0% 14% 43% 7
Manufacturing 84% 8% 0% 8% 25
Automotive 33% 30% 7% 30% 30
Other community, 
social & personal 
service activities

90% 0% 0% 10% 10

Total Respondents 52% 13% 9% 26% 102
Don’t know 5

Source: CPC survey of ProAct employers

7.16 Around half of companies that safeguarded jobs as a result of the 

ProAct support would have already re-recruited for all of the 

positions as the market has recovered sufficiently (table 7.11).  A 

further fifth would have re-recruited for some of the positions.  

Re-recruitment levels were significantly higher in the automotive 

than in the other sectors.  ProAct support has clearly played a 

role in skill retention and avoiding the costs of re-recruitment for 

these businesses.

Table 7.11: Re-recruitment following redundancies
Yes for 

all
Yes for 
some

No Total

Construction 32% 26% 42% 19
Finance, property & business services 0% 0% 100% 1
Other sectors 67% 0% 17% 3
Manufacturing 48% 24% 29% 21
Automotive 71% 29% 0% 14
Other community, social & personal 
service activities 56% 0% 44% 9

Total 49% 21% 30% 67
Not applicable as no redundancies made 
or company may have closed 36

Don’t know 4
Source: CPC survey of ProAct employers

Impact on the attitude of the parent company to redundancies

7.17 A fifth of companies surveyed (and 29% of companies supported 

through ProAct) had a non-Welsh parent company.  Almost two-

thirds of companies surveyed with a non-Welsh parent company 
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(63%) considered that the ProAct support had a positive impact 

on the parent company’s attitude to redundancies within the 

Welsh operations:

‘the Board were very impressed with the support.  In May 

2009 they considered a second round of redundancies 

but waited because of Pro-Act.  This has meant that we 

are now in a better shape to meet the up-turn and since 

Jan-10 have been back at our 2008 levels’ 

(Manufacturing sector, 50-199 employees)

‘our parent is based in France which also has a wage 

subsidy scheme.  We were under significant pressure 

from them to cut costs and the WAG support was really 

important in maintaining a defensive position’ 

(Automotive sector, 50-199 employees)

7.18 This is an important finding given the relative vulnerability of 

foreign owned manufacturers given the UK’s higher levels of 

labour flexibility than many other countries in Europe.31

                                               
31 Holeg, M, Davies, P, Podpolny, D (2009) The Competitive Status of the UK 
Automotive Industry. PISSIE Books, p65.
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8 Cost Benefit Analysis

ProAct costs

8.1 Table 8.1 presents the costs for ProAct.  There are four 

elements:

 The training costs;
 The wage subsidy costs;
 The Apprenticeship completion costs; and,
 Programme delivery costs – primarily the costs of HRD 

advisor support and ProAct staff team costs.

8.2 Total costs of programme support are just under £26.5m.  The 

delivery costs of HRD Advisor support to ProAct amount to 

£151,174 (from 2008/09 to end 2010) and ProAct core team 

costs are £462,083 (also to end 2010).  Together this makes the 

total cost of ProAct some £27m.
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Table 8.1: ProAct cost of training and wage subsidy support 
Non-Apprenticeship Apprenticeship only Total

Training 
cost

Wage 
subsidy

Training 
cost

Wage 
subsidy

Training 
cost

Wage 
subsidy All

Construction £1,696,212 £1,254,916 £0 £219,467 £1,696,212 £1,474,383 £3,170,595
Finance, property & business 
services £434,923 £370,025 £434,923 £370,025 £804,948

Other sectors £237,338 £276,725 £0 £4,000 £237,338 £280,725 £518,063
Manufacturing £6,674,456 £4,628,611 £6,674,456 £4,628,611 £11,303,067
Automotive £6,059,026 £4,549,256 £6,059,026 £4,549,256 £10,608,282
Other community, social & 
personal service activities £0 £13,650 £0 £54,666 £0 £68,316 £68,316

Total £15,101,955 £11,093,183 £0 £278,133 £15,101,955 £11,371,316 £26,473,271
Source: ProAct Monitoring Data
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ProAct Economic Benefits

8.3 This evaluation has established that ProAct support has had two distinct 

impacts on the companies who have participated that would not have 

come about in the absence of the programme:

 Changes in business performance as a result of the training 
funded through ProAct; and,

 Additional employment in terms of the number of jobs 
safeguarded by the ProAct wage subsidy.

ProAct impact on business performance

8.4 Section 5 of this report identified a number of mechanisms through 

which employers report that the training delivered through ProAct has 

benefited on their business:

 Only 13% of ProAct companies report that the training has had 
no impact on their productivity with almost half saying that it has 
had some impact and two in five a significant impact;  

 Two in five companies report that the training reduced their 
wastage costs, almost two-thirds that there had been an 
improvement in product quality and over a half that the support 
had allowed them to bring forward new products faster than 
otherwise;

 These changes have been attributed to increased flexibility in 
production, increased flexibility in production, better management 
- improved delegation from managers allowing them to focus on 
new business, higher levels of accreditation;

 These internal impacts had allowed three-quarters of ProAct 
companies to become more competitive in existing markets and 
almost a half enter new markets; and 

 Although the overall volume of business had fallen, a third of 
ProAct companies considered that they had been able to secure 
new contracts as a direct result of the support.

8.5 Translating these strong qualitative statements of the benefits arising 

from ProAct into quantitative estimates presents something of a 

challenge.  While many businesses did attest to the benefits arising from 

the ProAct support, relatively few were able to quantify the value – they 

simply did not have a basis on which to judge the scale of impact, 

whereas those who were able to be quite specific about the impact had 

been closely monitoring business performance measures and were able 
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to attribute a change to the benefits arising from ProAct (such as 

wastage rates, etc).  

8.6 We did also question ProAct companies on the whether they believed 

that these ‘internal’ benefits in business efficiency had then translated 

into an ‘external’ benefit in terms of increased sales.  A third of 

companies reported that they did secure contracts that they would not

have won without the benefits from ProAct support.  A further eight 

companies, mostly in the automotive sector, reported that they would 

have ceased trading without support from the programme and have a 

combined turnover of £15.1m.  The additional sales amounted to £3.6m 

or 10% of the turnover of the 14 companies that were able to give 

values.  For the programme as a whole, we estimate that ProAct will 

have helped companies secure an additional £7.25m in sales.  This 

does not include any benefit from securing the future of the eight 

manufacturing and automotive businesses who would otherwise have 

closed – the jobs safeguarded are assessed in the previous section.

8.7 To provide an estimate of net additional sales resulting from ProAct, we 

need to consider the extent to which these sales were won at the 

expense of other Welsh businesses (displacement) and whether these 

benefits were accrued by non-Welsh companies (leakage).  We have no 

direct evidence of displacement – only those letting the contracts would 

know who would have won the work if it were not secured by the ProAct 

companies.

8.8 The survey did glean some information on the nature of the sales and 

we also have evidence on the overall pattern of sales across Wales, UK 

and overseas markets (Table 5.14) and how these changed through the 

recession (Table 5.15).  Some 78% of these additional sales were won 

in UK and overseas markets (i.e. outside Wales) – reflecting the net shift 

in the balance of sales to external markets, particularly among 

manufacturing and automotive sectors.  While these sales may have 

been predominately outside of Wales, this is not equivalent to 

displacement – other Welsh businesses could have won these contracts 
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otherwise.  Therefore, we have used an estimate of 25% from BIS 

evaluation guidance being the median value for business support 

activities32.  This means that net additional sales amount to some £5.4m.

8.9 We also need to take into account any leakage from the assistance.  In 

general leakage arises when:

 Beneficiaries are located outside the targeted area. Leakage also 

includes employees of beneficiaries who live outside the targeted 

area.

 Beneficiaries indicate an intention to relocate from the region in 

the future. This concerns future impacts only33.

8.10 All ProAct firms were based in Wales and although we have no 

information on the residence of ProAct learners themselves, we think it 

safe to assume that leakage is zero by this definition.

8.11 These sales have been generated over a relatively short period – no 

more than 20 months since the start of the programme as a whole.  

Although 22% of businesses identified one or more contracts that they 

would not have been in a position to secure without the support from 

ProAct.  This does suggest that additional further sales will arise in the 

future.  One route to estimating these is to use persistence benchmarks 

derived for the evaluation of Regional Development Agencies in 

England34.  This would suggest that additional sales might reasonably 

be expected to persist for three years making a total net additional sales 

arising from ProAct training of £50.3m.

8.12 While these additional sales have been important to the ProAct 

companies themselves, they are also significant to their supply chain.  

One of the primary reasons for providing support, especially to 

                                               
32 Research to Improve the Assessment of Additionality, BIS Occasional Paper No 1, October 
2009, Table 4.2 p19.
33 RDA Evaluation: Practical Guidance on Implementing the Impact Evaluation Framework, 
BIS, December 2009, p35.
34 Ibid, p26.
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automotive and manufacturing businesses was their particular 

importance to the fabric of the Welsh economy in terms of:

 The extent of their supply chain – so additional sales in the 

ProAct companies also mean additional sales in their suppliers 

and their suppliers’ suppliers, etc; and,

 The relatively high value added in jobs in these sectors.

8.13 The direct effect on the Welsh economy from the additional sales won by 

companies as a result of ProAct will also result in an indirect effect as 

these sales will result in additional sales for their suppliers and further 

induce further expenditure on goods and services.  We have accounted 

for these effects by using a Type II output multiplier for each of the main 

sectors in Table 8.2 below.  The gives the total net impact on output in 

the Welsh economy from the additional ProAct sales of £74.6m.

Table 8.2: GVA content of Additional ProAct sales 
Additional 
sales due 
to ProAct

Type II 
Output 

Multiplier

Total 
Increased in 
Welsh output

Estimated 
GVA

GVA in 
T/O

Construction £3,055,587 1.62 £4,950,050 £1,847,920 37.33%
Finance, property & 
business services £57,273 1.51 £86,482 £55,828 64.55%
Manufacturing £8,003,743 1.5 £12,005,615 £3,141,324 26.17%
Automotive £39,170,871 1.47 £57,581,181 £15,066,377 26.17%
Total £50,287,474 £74,623,328 £20,111,450

Source: CPC interviews with ProAct participants and Input Output Tables for Wales 2007, 
Welsh Economy Research Unit, July 2010, p19.

8.14 The gross value added content of the increase in additional sales 

associated with ProAct support can be derived by using the sector ratios 

of GVA to gross output.  Again, these are assumptions.  We were able to 

match ProAct companies to the MINT database to explore their financial 

performance over the period that they received support from ProAct. 

However, too few matches could be made with recent company Report 

and Accounts and with the smaller businesses in the construction and 

Finance, Property and business service sectors to provide robust 

estimates and so we used turnover to output ratios derived from national 

account data.  Total additional sales of £74.6m represents £20.1m in 

additional GVA.  
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ProAct impact on jobs safeguarded

8.15 Section 7 set out the impact of ProAct on the employment levels in 

beneficiary firms.  The survey of companies reported that ProAct support 

safeguarded 784 jobs that would otherwise have been lost.  Across the 

programme as a whole, we estimate the total number of jobs 

safeguarded to be 1,833 or 18% of those employed in ProAct 

companies.  

8.16 This estimate makes no allowance for any Apprentice who was able to 

complete their course as a result of the support from ProAct.  Some 22 

of the 211 Apprentices supported were still employed by their employer 

and it could be argued that these jobs had been sustained by ProAct.  

However, for a number of reasons we have chosen to exclude these:

 Firstly, the results were somewhat distorted by one employer 

who was operating as a group training association/ 

Apprenticeship Training association whereby the company trains 

and employs the Apprenticeship with the expectation that they 

will secure employment with other businesses as they near 

completion of their training.  In normal conditions this lowers the 

risk to employers of recruiting an Apprentice.  In this case, the 

employer had 137 Apprentices all of whom completed their 

training as a result of ProAct support but very few held contracts 

of employment beyond this.

 Secondly, that employers in the hairdressing sector were 

reporting that current trading conditions meant that they could not 

afford the minimum wage costs of Apprentices who completed 

and turned 18 so they were not able to offer them employment 

beyond the completion of their Apprenticeship training.

8.17 Before turning to the economic value of the jobs safeguarded by ProAct, 

it is worth considering whether this overlaps with the economic value of 

the additional sales set out above.  We think not for two reasons:

 The estimate of additional sales was drawn from a minority of 

cases.  Just fourteen (those who could provide contract values) 
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of the 24 companies who reported that specific contracts had 

been secured as a direct result of the support.  This compares to 

some 84 companies who reported some impact on their 

productivity as a result of ProAct support and 17 companies who 

reported that they had contracts in their pipeline that they would 

not have been in a position to bid for without the ProAct support;

 There is no suggestion that these additional contracts were 

necessary to securing the jobs safeguarded in these companies 

– i.e. we have no reason to believe that without these sales, the 

jobs would not have been safeguarded.

8.18 We have used estimates of gross value added for each sector derived 

from National Accounts data to value the jobs safeguarded35.  In itself, 

these demonstrate the importance of the sectors supported by ProAct to 

the Welsh economy with average GVA per employee estimated at just 

under £38,500 for 2008.  

Table 8.3: GVA of jobs safeguarded
no of jobs 

safeguarded1
GVA per employee 
estimates for Wales GVA

Construction 107 £47,934 £5,118,286

Automotive 713 £47,889 £34,128,894

Manufacturing 949 £47,889 £45,428,968
Finance, property and business 
services 20 £64,174 £1,297,302

Other sectors (incl. Community, 
social & personal service activities) 45 £20,612 £926,085

Total 1,833 £86,899,535

Source: CPC survey of ProAct employers and National Accounts data for Workplace GVA by 
industry groups for Wales (Table 1.3) and total employment in Wales by sector from ABI 
2008.

8.19 The total GVA estimate of £87m is for safeguarding jobs that without the 

support from ProAct would have been made redundant for a full year.  

There are a number of reasons for suggesting that this may over-

estimate the impact of the wage subsidy:

 Almost half the companies said that by the time of the survey, 

they would have re-recruited all the employees they would have 

                                               
35 See 8.14 for explanation.
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made redundant without ProAct support and a further 21% would 

have re-recruited some;

 in most cases, this relatively rapid turnaround in market 

conditions occurred within 12 months and was due in large part 

to wider macro-economic issues such as the fall in the value of 

the pound making exports more competitive (ie not solely due to 

the training and other support from ProAct); and,

 At the time the jobs were safeguarded, by definition the 

companies were operating with short-time working below full 

capacity and this may not be fully reflected in the GVA per 

employee figures for 2008.

 That said, we have made no estimate of the benefits to the 

companies from retaining staff that would otherwise have been

made redundant.  Direct costs would have been significant in 

terms of redundancy payments and re-recruitment costs given 

the age of the workers involved and the their relatively lengthy 

service records36.  The consequent reduction in the companies’ 

capacity may also have meant that they were less able to bid for 

such contracts in the first place.

8.20 Taken together, these suggest that the estimate of the additional GVA 

impact from jobs safeguarded by ProAct may well be on the high side.  

We do not have sufficient information to calculate the precise duration 

that jobs supported by ProAct have been safeguarded37.  In the absence 

of any direct evidence, we have assumed that any job that according to 

the ProAct companies would have been re-recruited (28% of all jobs

safeguarded) would have been safeguarded for 6 months rather than the 

full 12 months then the total GVA impact from ProAct safeguarding of 

jobs falls to £74.7m.  This remains a very substantial contribution to the 

Welsh economy.  

                                               
36 See 6.4 and 6.5 although these are based on a restricted sample of employees.
37 RDA Evaluation: Practical Guidance on Implementing the Impact Evaluation Framework, 
BIS, December 2009 provides little direct guidance on how long a safeguarded job might last.
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ProAct cost benefit assessment

8.21 We estimate that the total GVA contribution from ProAct support to be 

£94.8m including the additional sales that ProAct training has helped 

businesses secure and the more cautious estimate of the value of jobs 

safeguarded.  Total costs of the programme amounted to £27m.  This 

means that £3.51 GVA was generated for every £1 spent on ProAct.

8.22 A total of 1,833 jobs were safeguarded in ProAct companies, 

representing 18% of the workforce.  The average wage subsidy cost of 

safeguarding these jobs was £6,052.  Including all the ProAct costs and 

the jobs arising from additional sales gained as a result of this 

programme in this calculation (a total of 421), the cost per job is 

£12,015.  We think that this is a realistic but conservative estimate of the 

value of ProAct – throughout, we have taken a harder line on costs and 

benefits and the value of the programme may well increase as the 

benefits from the training matures and the value of the safeguarded jobs 

persist.

8.23 We can compare the estimate of the net additional employment impact 

arising from ProAct to the net change in employment in the sectors 

supported by the programme.  Table 8.4 presents the net employment 

change for the key sectors in Wales from the month before ProAct 

commenced to June 2010, the month the programme closed to new 

entrants.  In total, these sectors lost just under 43,000 jobs in that 

period.  The contribution of ProAct support to additional jobs 

safeguarded in these sectors therefore represents just over 4% of the 

net change in employment.  On the same basis, ProAct has made a 

more significant contribution to the automotive and manufacturing 

sectors representing just under 10% of the net change over the period of 

the ProAct programme.  
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Table 8.4: Net change in workforce employment by sector
December 

2008
June 2010 Net Change 

in 
employment

Add jobs 
safeguarded

% of net 
change

Manufacturing Incl 
Automotive 141,000 124,300 -16,700 1,661 9.9%

Construction 55,800 55,900 100 107 107.0%
Finance, property and 
business services 45,000 35,200 -9,800 20 0.2%

Other sectors (incl. 
Community, social & 
personal service activities)

537,100 520,600 -16,500 45 0.3%

Total 778,900 736,000 -42,900 1,833 4.3%

Source: Annual Population Survey workforce jobs by industry (SIC 2007) and CPC estimates.

Table 8.5: Cost per job benchmarks

Administration Funding 
stream

Expenditure Jobs 
Created

Jobs 
Safeguarded

Cost 
per job

Wales RSA £59.6m 4,839 2,602 £8,010

Scotland RSA £1.6m 85 40 £12,800

East of England SFIE/GBI £2.4m 132 41 £13,612

London SFIE/GBI £0m - - -

South East England SFIE/GBI £11..2m 72 164 £5,892

North East England SFIE/GBI £20.7m 3,058 936 £3,919

North West England SFIE/GBI £11.8m 1,107 690 £6,768

South West England SFIE £5.2m 181 146 £5,555

West Midlands SFIE/GBI £8.6m 1,441 248 £8,470

Yorkshire and the 
Humber

SFIE/GBI £6.8m 506 459 £6,232

East Midlands SFIE/GBI £4.6m 548 63 £7,840

UK Coal Investment 
Scheme

£52.8m 3,724 £14,182

Source: Industrial Development Act 1982 An Annual Report by The Secretary of State for 
Business, Innovation and Skills, the First Minister of Scotland, and the Welsh Ministers38

8.24 The cost per job estimate for ProAct may also be benchmarked against 

other financial assistance schemes as shown in table 8.4.  Comparing 

programme performance on a like for like basis is notoriously difficult.  

There is no direct comparison available in relation to a wage subsidy 

programme and particularly to a ‘defensive’ programme such as ProAct 

that operated through the deepest recession in 75 years.  All the results 

in the table arise from a period when economic growth was much 

stronger than over the last two-years and might be expected to deliver a 

much better return than ProAct.

                                               
38 Available online at http://www.berr.gov.uk/files/file52011.pdf
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9 Conclusions & Recommendations

Programme design & rationale

9.1 There was a strong rationale for the ProAct programme related both to 

the economic context - over the period from March 2006 to November 

2008 13% of jobs in the Welsh manufacturing and construction sectors 

had been lost and the political context – to put Welsh companies on a 

more equal footing with those in other parts of Europe which were 

receiving public sector support.

9.2 The speed at which the programme was designed and implemented was 

critical in the context of extended shutdown periods towards the start of 

2009 for some of the major vehicle manufacturers.  The rapid 

introduction of the programme was supported by the political 

infrastructure in Wales as well as the existing delivery infrastructure –

relationship managers within the Department for Economy and 

Transport and HRD advisors played a key roll in supporting the roll-out 

of the programme.

9.3 The training support has been key component of the programme and 

vital in ensuring the long-term sustainability of the support through both 

increasing individual skills and supporting companies to increase their 

productivity and efficiency.  ProAct has been able to implement a very 

flexible response that has sought to address businesses’ core needs 

while at the same time requiring that a case be made for assistance and 

that this case closely ties investment in training to a business recovery 

plan.  

9.4 This has proved to be a successful approach – an object-orientated 

approach has delivered a flexible response within a very short 

timeframe, focused scarce resources on those who need them and used 

a detailed understanding of each business case and a panel involving 

external partners to make a final judgement.  At the same time, the 

ProAct team have had the foresight to collate information on the decision 
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process that has helped inform the supply-side how to better respond to 

employers’ demand.  Each of these elements have made a contribution 

to the success of ProAct.  DCELLS and partners need to consider how 

these features might be replicated in other workforce development 

programmes.

Targeting and engagement

9.5 The decision to pilot ProAct with the automotive sector was grounded in 

a strong economic rationale – linked to the need to prevent any further 

hollowing-out of the industry supply chain; the need to support 

companies to maintain skilled labour through the safeguarding of jobs; 

and political pressure from foreign owners to make redundancies and 

closures outside the home market.

9.6 There was a high level of awareness of the programme amongst 

companies in the automotive sector and the role of the Wales 

Automotive Forum and Relationship Managers was key in ensuring that 

companies in this sector were able to access the support.

9.7 Following the roll out of the programme to other sectors in March 2009 

HRD advisors became an increasingly important source of information 

about the programme.  Local media was not a significant source of 

referrals and the decision to avoid the active marketing of the 

programme was important in ensuring that the companies supported 

were genuinely considering redundancies and short time working.

9.8 There was however some evidence that training providers were starting 

to ‘drum up trade’ by actively marketing ProAct to all of their clients.  

This was particularly the case in relation to the support available for 

Apprentices where clusters of employers in a particular sector or area 

participated after hearing about the support from their existing provider.

9.9 The results of this evaluation endorse the focus of ProAct on the 

automotive and manufacturing sectors in particular but the requirement 

that all businesses demonstrate that they needed support is a vital 
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principle for public expenditure more generally and secures better value 

for money.

The application process

9.10 Overall participating employers were very satisfied with the support they 

received in relation to the preparation of the business case and 

considered that this stage of the application process was quite 

straightforward.

9.11 Around a third of applications did not progress and the proportion of 

applications which were progressed varied by sector. Applications from 

manufacturing (non automotive) sector and retail sector organisations 

were subject to the highest failure rate.  This was linked to difficulties in 

demonstrating short time working, difficulties in demonstrating a suitable 

workforce development plan or a future order book.

9.12 A fifth of applicants withdrew from the application process.  In the 

majority of cases the reason for withdrawal was unknown however in 

almost a quarter of cases withdrawal was because the company no 

longer required the support.

9.13 Around nine in ten ProAct applicants received some support to help 

them prepare their training plan.  Over three quarters of those in receipt 

of support received this support from an HRD advisor however a 

substantial minority received support directly from a training provider.  In 

the majority of these cases, the company had an existing relationship 

with the provider and a good idea of what training they wanted to do.  

Overall levels of satisfaction with the support provided were high – 84% 

of companies were satisfied or very satisfied with the support.

9.14 Around four in five employers considered the timescale to approval was 

reasonable.  Timescales from submission to approval can vary widely 

with around a fifth taking more than 8 months to be approved.  

Expectations of what constitutes a ‘reasonable’ timescale vary – a third 

of those who said that the timescale was unreasonable received 
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approval within 8 weeks.  The ability of individual companies to prepare 

and submit their paperwork was an issue, sectors other than automotive 

and manufacturing have been less suited to the evidence criteria for 

ProAct and therefore found the application process more challenging.

9.15 Although the application process involved some investment by 

employers this has delivered returns to the public sector in terms of 

being able to make more informed judgements on the appropriateness 

of the investment.  This has been important in securing better value for 

money and should be considered for adopting in other DCELLS grant-

aid programmes.

Training provision through ProAct

9.16 Interviews with ProAct participants highlighted the wide range of training 

undertaken through the programme.  The requirement for 90% of the 

training to be accredited has been interpreted relatively flexibly and 

almost three quarters of participants have taken the opportunity to 

undertake training to meet a specific industry need.  Some companies 

received support to map programme units to the Credit and 

Qualifications Framework for Wales (CQFW).

9.17 Other types of training which were commonly undertaken included 

health and safety training, leadership and management training, 

information technology, business improvement techniques and Train the 

Trainer courses.  Legislative training (mostly health and safety) was 

included in plans but this was often in order to increase flexibility in 

production (to ensure production lines could still run if the current safety 

officer was not present, etc).

9.18 There was evidence from the employer interviews that the advice from 

an HRD advisor made a positive impact in relation to the company’s 

choice of training in around a third of cases.  Although in the majority of 

cases the company already had a fairly clear idea of the types of training 

they wanted to this was at least partially linked to previous support from 

an HRD advisor through the Workforce Development Programme.
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9.19 Around a third of companies interviewed took up the option of providing 

some training internally.  Despite a relatively low proportion of total 

training being delivered in this way these companies clearly valued the 

opportunity to ensure the training was relevant to the needs of the 

business.

9.20 Satisfaction with the quality of the training and the flexibility of the 

provision were high with over 90% of companies either very satisfied or 

satisfied.  There were some differences in satisfaction levels in relation 

to the Further Educational (FE) and private sector provision – 97% of 

companies expressed satisfaction with private sector provision 

compared to 76% of companies expressing satisfaction with FE 

provision.  

9.21 ProAct has been able to provide feedback to learning providers as HRD 

advisors have logged the course options presented to companies and 

the reasons behind their final choice of training.  This has proved a 

valuable resource for providers to understand precisely what they need 

to do to better meet company needs.  All WAG support programmes 

should seek to adopt similar procedures.

9.22 There are clear differences in the level of additionality of the training 

support depending on the type of course undertaken.  Training in Lean 

production techniques, Train the Trainer and leadership & management 

had the highest levels of additionality whilst health & safety and forklift 

truck courses had the lowest.  In many cases, the additional courses had

been included in the company training plans following discussions with 

the HRD advisors.  This demonstrates the value of external support to 

employers – employer demand is central to this approach but this needs 

to be fully informed and the role of HRD advisers as a “trusted source” is 

vital.

9.23 ProAct supported 211 Apprentices in 19 companies so that they were 

able to sustain their employment at least until they completed their 

qualifications.  Some 68% have already completed and a further 12 (6%) 
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were still with their employer but had not yet completed their 

Apprenticeship at the time of the survey.

9.24 Companies were asked what they would have spent on ProAct 

supported training if the support had not been available.  Overall, those 

interviewed considered that just 4% of the ProAct funding would have 

been provided by the company to support the training in the absence of 

the support.  This was against a background of cuts to training budgets –

down by an average of 76% between the average spend for the three 

years prior to ProAct and the year that they received ProAct assistance.

Impacts on business performance

Impact on productivity

9.25 Companies supported by ProAct reported a range of business benefits 

arising from their training.  In particular, two thirds of companies 

considered that the productivity of their workforce had increased as a 

result of improvements in:

 the organisation of the workplace (69%), 
 improved monitoring of production lines or of product service 

and/or quality (69%), 
 increased flexibility of the workforce (82%) or 
 improvements in the levels of individual employee responsibility 

(79%).  
 Almost all (93%), reported that ProAct support had a positive 

impact on staff morale.

9.26 A substantial majority of companies were able to highlight examples of 

an increase in competitiveness as a result of the training:  

 Three quarters of companies were able to identify cost savings 

as a result of the training, through reduced wastage, being able 

to bring more work in-house or undertake internal training;

 A similar proportion (76%) considered that the ProAct training 

had led to an improved ability to compete in their current markets 

and just under half in new markets – often as a result of senior 

management team having the confidence to delegate to newly 

trained subordinates while they focused on winning more orders;
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 Almost a third of companies considered that they had been able 

to secure new contracts as a direct result of the support. These 

contracts were estimated to represent around 7% of their latest 

annual turnover. In the automotive sector the contracts secured 

as a result of the ProAct support represented over a quarter of 

latest annual turnover;

 In addition around a fifth of companies could identify one or more 

contracts that they would not have been in a position to bid for 

without the support.

9.27 From 2007/08 to 2009/10 ProAct participants saw an overall drop in 

sales by just under 4%.  In the manufacturing sector, however, there 

was a significant improvement with sales increasing by 14% over this 

period.  This was due to more favourable exchange rates making them 

more competitive overseas rather than any direct benefit from ProAct 

per se.  That said, these companies had retained key staff that would 

otherwise have been made redundant and were in a better position to 

respond to the improvements in the market.  In both the manufacturing 

and automotive sectors companies had started to recruit additional staff 

since participating in ProAct.

Sustaining employment in ProAct companies

9.28 Just under three quarters of companies considered they would have 

made additional redundancies in the absence of ProAct support ranging 

from 27% for companies in the finance, property & business services 

sector to 93% in the manufacturing sector.  This represents 784 

additional redundancies or around 18% of employment supported in 

these survey companies.  Grossing up the impact for the programme as 

a whole gives an estimate of 1,833 jobs safeguarded.

9.29 On the basis of the wage subsidy received by these companies, the cost 

per additional safeguarded job for the programme was £6,052. The cost 

per job safeguarded is significantly higher for companies in the 

construction sector than for those in the automotive and manufacturing 
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sectors, reflecting the greater fragmentation in the sector and use of

sub-contractors.  Larger companies (over 200 employees) reported 

proportionately fewer jobs safeguarded than their smaller counterparts.

9.30 Just over half of the companies considered that additional redundancies 

would have affected the company’s ability to compete in the future.  

Another 13% of companies considered that they would have closed 

altogether.  These effects were felt more strongly in the manufacturing 

sector – 92% of companies considered they would have either have 

closed or the additional redundancies would have affected their ability to 

compete.  The construction sector was least likely to cite a positive 

benefit from jobs safeguarded with around a quarter of companies 

considering that additional redundancies would not have impacted on 

further competitiveness.

9.31 A fifth of companies interviewed (and 29% of companies supported 

through ProAct) had a non-Welsh parent company.  Of those 

interviewed, 63% considered that the ProAct support had a positive 

impact on the parent company’s attitude to redundancies within the 

Welsh operations.

9.32 ProAct was superseded in September 2010 by the Skills Growth Wales 

(SGW) programme.  SGW provides support for companies that can 

identify a specific measurable growth opportunity and to demonstrate 

that Skills Growth Wales funding can help to support this through 

training which is over and above what would have been undertaken 

anyway.  In this way, SGW has evolved from the ProAct experience –

dropping direct assistance for employment but retaining the focus on 

additional training activity that will drive business expansion.  Just under 

half of companies planning recruitment over the next year were aware of 

the Skills Growth Wales programme. 

Impacts on learners

9.33 We were not able to approach individual employees directly and so 

asked ProAct employers to distribute a postal questionnaire to their 
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employees.  This has delivered a low response rate (around 2%) and 

involved just 8 ProAct companies.  While there are sufficient individual 

responses for an analysis of their perceptions, these are drawn from a 

very narrow range of circumstances and this should be borne in mind 

when interpreting the results.

9.34 The vast majority of respondents were male (87%) and relatively old –

two thirds were aged between 25 and 49, 31% were aged between 50 

and 64 and just 3% below 25.  This probably reflects the characteristics 

of the manufacturing and automotive sectors.  Many had been working 

for their current employer for a significant period of time – a fifth for more 

than 20 years, 47% for more than 10 years and 88% for more than five 

years. None had worked for their current employer for less than 2 years.

9.35 As might be expected, the employees were relatively highly skilled –

28% at Level 4 or above; 21% at Level 3 and 28% at Level 2.  Some 

15% of respondents had no qualifications.  In the year before starting 

ProAct training, 35% of respondents had received training from their 

employer.  The majority of training (66%) had led to a certificate or 

qualification and most was carried out in the workplace (89%) and during 

working hours.

9.36 The majority of respondents (69%) considered that their job had been 

under threat prior to taking part in ProAct.  Of these, almost half 

considered that the ProAct training has helped to increase the security of 

their job, primarily by enabling them to gain the skills to work in busier 

areas of the company.

9.37 In addition, half the respondents considered that the ProAct training had 

encouraged them to undertake more training in the future – if the 

company pays for it.  A further 1% were willing to pay for it themselves.

Cost benefit Assessment of ProAct

9.38 The total cost of ProAct training and wage subsidy support to companies 

is just under £26.5m and programme delivery costs a further £613,258.  
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Together this makes the total cost of ProAct some £27m.  As some 

companies may not draw down their full training commitment, the final 

cost of the programme may fall somewhat.

9.39 Quantifying the benefits arising from ProAct training over a relatively 

short time period is a challenge.  There are two sources of economic 

impact arising from ProAct support additional sales in supported 

companies that arise directly as a result of the ProAct training support 

and the economic value of the jobs sustained by the wage subsidy.  

Both these calculations involve some assumptions and the reader 

should refer to Section 8 for a full discussion of these to better 

understand the robustness of these estimates.

9.40 A third of ProAct companies surveyed reported that they secured 

contracts directly as a result of changes brought about by ProAct 

support and a further eight companies, mostly in the automotive sector, 

reported that they would have ceased trading without support from the 

programme.  The additional sales amounted to £3.6m or 10% of the 

turnover of the 14 companies that were able to give values and £15.1m 

for those companies who would otherwise have closed.  We have made 

a series of assumptions to gross up this benefit for the programme as a 

whole and calculate the net additional impact taking into account 

displacement, leakage and multipliers.  Taken together, these net 

additional sales amount to an extra £74.6m or £20.1m GVA.

9.41 The survey of companies reported that ProAct support safeguarded 784 

jobs that would otherwise have been lost.  Across the programme as a 

whole, we estimate the total number of jobs safeguarded to be 1,833 or 

18% of total supported employment in companies.  In order to estimating 

the economic value of these safeguarded jobs we considered how long 

the jobs were safeguarded and whether the additional sales identified 

above were instrumental in safeguarding these jobs (and would 

therefore be double-counting) and finally what value could be placed on 
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each job39.  A cautious estimate of the GVA value of these jobs is 

£74.7m.

9.42 Taken together, the total GVA contribution from ProAct support to be 

£94.8m from the additional sales that ProAct training has helped 

businesses secure and the value of jobs safeguarded.  Total costs of the 

programme amounted to £27m.  This means that £3.51 GVA was 

generated for every £1 spent on ProAct.

9.43 Including both the jobs arising from additional sales (a total of 421), and 

the additional jobs safeguarded by the programme, the cost per 

additional job is £12,015.  This includes all ProAct costs – the wage 

subsidy, training and programme delivery costs.  We think that this is a 

realistic but conservative estimate of the value of ProAct.  Throughout, 

we have taken a hard line on benefits and the value of the programme 

may well increase as the benefits from the training matures and the 

value of the safeguarded jobs persist.

9.44 The contribution of ProAct support to additional jobs safeguarded in the 

sectors supported by the programme represents just over 4% of the net 

change in employment between December 2008 and June 2010.  On 

the same basis, ProAct has made a more significant contribution to the 

automotive and manufacturing sectors representing just under 10% of 

the net change over the period of the ProAct programme.

9.45 Comparing programme performance on a like for like basis is notoriously 

difficult.  There is no direct comparison available in relation to a wage 

subsidy programme and particularly to a ‘defensive’ programme such as 

ProAct that operated through the deepest recession in 80 years.  One 

benchmark is the performance of Regional Selective Assistance in 

Wales that achieved a cost per additional job figure of £8,010.  RSA 

invested in business expansion projects and this estimate relates to the 

                                               
39 Please refer to section 8 for a detailed explanation of these to fully understand the 
robustness of these estimates.
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programme’s performance during a period of extended economic 

growth.

Lessons for Workforce Development in Wales

9.46 The evidence from this evaluation of the short-term impacts arising from 

ProAct suggests that there are some important design features that 

underpin good performance and should be considered in the delivery of 

Workforce Development Programme  more generally.  

9.47 The very flexible support provided by the core team, HRD advisors and 

ProAct panels have established that it is possible to work very closely 

with employers’ needs within demanding timescales but still ensure that 

there is a return on investment to the public.  This was manifest in a 

number ways:

 Companies have had to make a case for public support by 

closely linking investment in training to the survival and 

development of their business.  The emphasis on public 

investment where there was a clear business case has paid 

dividends in terms of securing high additionality in the training 

undertaken and wage subsidy support.  In future, public sector 

programmes will increasingly need to drive a harder bargain with 

employers and invest where they make most difference on a 

case by case basis.

 Those sectors that were the primary focus of ProAct –

automotive and manufacturing – have delivered the best results 

in terms of higher levels of additionality and better cost benefit 

ratios.  The results endorse the original focus on the key sectors.  

These are important sectors for the Welsh economy with higher 

than average GVA, strong supply chains and export 

performance.  Most importantly, these sectors have a depth to 

their labour force offering a range of employment opportunities 

and the basis for progression – 15% of ProAct employees in our 

survey had no qualifications but 49% were Level 3 or above.
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 The majority of employers were satisfied with the ProAct process 

and many commented favourably on the speed, quality and 

flexibility of the advice provided.  The capacity of the ProAct to 

respond to companies’ demand for a wide range of training, often 

supporting the accreditation of different courses to meet specific 

needs should be adopted by other forms of work-based learning.  

A number of employers and stakeholders felt that a similar 

flexible approach would make Apprenticeships much more 

attractive to employers.

 ProAct also collated important evidence on the nature of the 

companies’ decision process in selecting appropriate course and 

providers.  This has meant that providers are able to access very 

immediate information on how they can improve the quality and 

relevance of their services to business.  This is also a feature 

that should become part of other workforce development 

programmes so that there can be a direct contribution to 

improving the supply-side of provision.
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