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Introduction

Skills shortages occur when there is a “lack of skilled individuals in the workforce” and skills gaps when there is a “lack of skills in a company’s existing workforce which may still be found in the labour force as a whole” (London Skills Forecasting Unit 2000a).  Both are major problems acting as major barriers to economic growth in Britain (DfEE 1998a, Treasury 2001).  In addition pockets of long-term unemployment remain a particular problem in London (LSFU 2000a).  This report explores the contribution that job rotation might make to addressing the problems of skills shortages, skills gaps and long-term unemployment in London.

Job rotation is a labour market tool which aims to increase the skills base of businesses, particularly small and medium sized enterprises (SMEs), whilst maintaining levels of production.   Job rotation can be implemented in a variety of different ways, however, it centres around the core principles of drawing unemployed people into the labour market to act as replacement workers whilst existing employees are released for further training. The aim is for both unemployed replacement worker and existing employee to receive training whilst taking part in the programme.  One of the major benefits for any participating business is that job rotation assists with the costs of training existing staff while a work placement is offered to an unemployed individual.  Job rotation thus provides a solution to problems of skills shortages, skills gaps and unemployment.  

Job rotation might be particularly appropriate to London as the problems of skills shortages, skills gaps and long-term unemployment have been highlighted in a number of recent policy and research documents:

· One third of employers in the capital have reported skills shortages, with the most significant skills gaps being in IT and technical skills (LSFU 2000a)

· Skills gaps are particularly high amongst the manufacturing and construction industries (LSFU 2000b)

· Small and medium sized companies (SMEs) are particularly constrained by cash flow (LSFU 2000b) 

· Unemployment in London remains higher than most other regions in the UK: 6.1% in London compared to 5.0% across the UK in 2001 (www.statistics.gov.uk)

· One in seven unemployed people in London have been out of work for over two years (LSFU 2000a)

· The unemployed are two and a half times more likely to be without qualifications than those actively employed (LSFU 2000a) 

· The unemployed are also less likely to be taking part in education or training (LSFUa)

· There are particular areas where high levels of skills shortages coincide with relatively high unemployment (DfES 2001b) 

Job rotation originated in Denmark towards the end of the 1980s and has since been developed throughout the European Union.  Job rotation was brought to the UK in the mid-1990s and a small number of programmes have been developed across the UK.  Following a brief summary of policy debates about training in the UK, this first report The Development of Job Rotation in the UK: Implications for London will examine the development of job rotation schemes across Europe and the UK, identify the key features of those schemes and highlight the ways in which job rotation might be developed in London.

Training in Britain – policy and practice

The British Labour government is committed to creating a competitive, multi-skilled workforce through lifelong learning. The government report “The Learning Age” (1998), outlines the importance of fostering a learning culture whereby people build their skills and knowledge in order to reach their full potential and ensure Britain’s businesses lead the world.  As David Blunkett states in the forward: “Investment in human capital will be the foundation of success in the knowledge-based global economy of the twenty-first century…learning throughout life will build human capital by encouraging the acquisition of knowledge and skills”.  This desire for the creation of a society with new and better skills (a ‘learning society’) is described as our “single greatest challenge” (DfEE 1998a).   The National Skills Task Force has been created “to tackle the chronic UK problem of low skilled adults” and this is a government priority (Treasury 2001).  This commitment can be seen in the various policy initiatives that have been created since 1998, discussed below, and in addition the government have set National Targets for Learning and hope to develop new partnerships between individuals, employers and the government.  Job rotation could play an important part in this process as it provides a mechanism to improve the training of staff employed in SMEs while also addressing serious skills shortages amongst the unemployed. 

Indeed, the government has launched a plethora of new policy initiatives to address issues of skill formation and development.  Individual Learning Accounts (ILAs), the University for Industry (UfI) and the Union Learning Fund (ULF) are all initiatives which release funds for individual training programmes or larger-scale projects targeting groups for training and development.  Learning and Skills Councils (LSCs) have been created with the remit, and budget, for addressing the economy’s need for skills (Skills Task Force 2000).  This year the government also launched a National Strategy for Neighbourhood Renewal which has ‘Employment and Skills’ as a central theme: £40 million has been allocated to 32 Action Teams for Jobs to target areas of highest unemployment and address local barriers to employment.  Other initiatives such as Local Strategic Partnerships, the Small Business Service, New Deal for Communities and Regional Development Agencies all have skills development as a critical part of their agenda.

The government has also identified a “new and modern role for trade unions” in relation to the skill formation process in British workplaces (DfEE 1998a).  The Union Learning Fund provides access to substantial levels of funding for Unions to invest in training projects.  In addition, the government has found that newly created Union Learning Representatives have been “instrumental in raising interest in training and development, especially amongst the very lowest skilled workers” (DfESa 2001).  The government is consulting on providing statutory rights for Union Learning Representatives and this would be a major step forward in the development of workplaces as centres of learning.  Job rotation in London might want to consider the ways in which trade unions can assist participation through confirming the quality of the training and employment opportunities provided by the project.  It may be the case that job rotation in London can develop this link with trade unions to ensure the project is seen to be working with good employers, providing real and credible opportunities.
The UK, however, has a chequered history in terms of workforce training.  The numbers of apprenticeships began to decline from the late 1960s to the present day and in 1994, less than one percent of the employed labour force were undertaking an apprenticeship (Gospel 1998).  Since the 1980s, levels of training have increased but provision is not evenly spread across industry-type.  Business and public services, for example, tend to offer higher levels of training than those found in the manufacturing sector (Greenhalgh and Mavrotas 1994).   It is also the case that training per head is more expensive for SMEs than larger companies with greater economies of scale (LSFU 2000b).
There are many barriers faced by employers looking to train their staff including cost and time, and a major problem can be finding people to cover work when employees are released (DfEE 1998a; Metcalf et al 1994; in Gray 1999). Certain groups of people are also significantly less likely to receive work-related training even though they need it more. The unemployed, those with little previous education or training, part-time workers and those in a non-unionised environment are particularly prone to low levels of training (see Blundell et al 1996).  Moreover, Blundell and co-authors (1996) also found that people with few qualifications have the most to gain from further training and development.
There is much evidence linking training provision to improvements in productivity and turnover.  For example, a study by the Institute for Fiscal Studies found that an increase in the number of employees trained by five percent could increase productivity by four percent (Treasury 2001).    Whilst the link may not be this exact in most cases, and opinion is divided, it is fair to say that training is related to organisational performance at least in improving the retention of workers with skills (LSFU 2000b).  Table 2 shows recent figures from the LSFU relating training to turnover and productivity:

Table 2.  Association of training with other business characteristics (percentages) 


Per cent with increasing sales turnover
Per cent with decreasing sales turnover
Per cent with increasing productivity
Per cent with high staff turnover

Firms which trained in the last 12 months
54
11
54
11

Firms which didn’t train
38
18
34
4

All employers
47
14
45
8

Source: London Employer Survey 1999, which surveyed over 5,500 employers in the capital between July and September 1999, cited in LSFU 2000b.

In summary, this section has highlighted the policy environment in which job rotation might play an important role in addressing skills shortages, skills gaps and unemployment.  The labour government has committed considerable resources and political energy to increasing the amount of training undertaken in the UK.  Job rotation could be another weapon in this policy agenda, and has already been developed in other parts of the UK.  It is to these examples we now turn in the following section.

Job Rotation in Europe and the UK

· Job Rotation in Europe

In 1995 partners from fourteen European countries, including Denmark, Spain, Germany, France, Italy and the UK joined together to create the EU-Jobrotation International Association and Secretariat.  The aim of this transnational partnership is to aid the development of job rotation across the EU and to “contribute to the development of lifelong learning in the EU and…play an active role in the battle against unemployment” (EU Jobrotation 1997).  To date there are, or have been, projects across all fourteen countries.  Denmark has a particularly strong job rotation network and in Denmark approximately three out of every four unemployed people involved with job rotation find permanent work (see EU Jobrotation website: www.europa.eu.int).  The transnational network is important in transferring knowledge between countries, highlighting best practice and new possibilities.

Job rotation is adapted to individual countries according to national legislation, financial and legal frameworks, labour market requirements and local economic structures.  For these reasons, this report will focus upon the experiences of job rotation projects across Britain, and specifically England and Scotland.

· Job Rotation in Britain
Job Rotation came to Britain in the mid-1990s and a small number of schemes have since been developed.

In England job rotation was developed initially by Robert Morrall at Milton Keynes College.  ADAPT funding was secured and this money allowed the scheme to operate in a variety of locations, or “cells”, across the South and West of England including Bournemouth and the Isle of Wight, some of which are still running.  A small job rotation project has also been implemented at one workplace in Speke Garston, Liverpool and future projects are currently being explored in both Sheffield and Thames Valley.

In Scotland, job rotation was initially implemented in 1996 Glasgow by the Workers Education Association (WEA), also with ADAPT funding. A second project was developed in North Ayr and currently there are new projects in Lanarkshire and Ayrshire.  

The details of each project can be seen in the appendices.

The following section summarises the key features of job rotation across the UK with a view to implementation in London.

Putting Job Rotation into Practice
· Funding
Each project is dependent upon some form of external funding which is generally used to cover job rotation staff costs, administration and training for both unemployed replacement worker (Job Rotation Trainee, or JRT) and employee released by participating companies (Company Beneficiary, or CB).  Glasgow and Milton Keynes both utilised ADAPT funding as their main funding supply (from the European Union), the more recent projects in Lanarkshire and Ayrshire are receiving substantial funding from the European Social Fund (ESF) and the North Ayr project used a combination of both ADAPT and ESF funding.  The EU is therefore clearly a useful source of funding opportunities.  The projects also utilise local funding to complement their main source.  For example, Speke Garston used a combination of Employment Zone and Single Regeneration Budget (SRB) funding.  North Ayr and Ayrshire received funding from Scottish Enterprise Ayrshire (Scottish governmental organisation) and North Ayr and Lanarkshire utilise funding from Social Inclusion Partnerships (council-based). In addition, the time devoted by participating companies liasing with job rotation staff, interviewing for JRTs and any administrative duties are often considered private sector match funding. 

· Replacement Workers
JRT eligibility varies with different projects and can be altered according to the aims of the project and local requirements.  For example, Milton Keynes, Speke Garston,  Ayrshire, Glasgow and Lanarkshire target the long-term unemployed as this group of people tend to have very few qualifications and will therefore benefit greatly from participating in the project.  However, the North Ayr project specifically worked with people out of work for less than 26 weeks in order to get this group of people quickly back into the labour market.  In addition, it may be the case that funding requirements direct the project to certain groups of people, or a specific geographical area.  All CBs, however, are selected by the company through their own procedures.

· Training

JRTs receive a preparatory period of training and work shadowing to prepare them for their work placement. Lanarkshire, Milton Keynes and North Ayr also continue to offer training during the work placement, for example, for one day per week.  The preparatory period is kept to a maximum of 15 hours per week in all projects so that the JRTs retain benefit entitlements.   In addition often some form of expenses are paid to the JRTs for this period.  This preparatory period lasts from two weeks (Speke Garston) to up to eight weeks (Ayrshire).  It is usually possible to release four or five employees for each JRT to be taken on.  For example, four employees could each be released for one day per week, over a period of time, and one JRT could cover their work and still be released on the fifth day for their own training.

Details of training provided by the various schemes can also be seen in the appendices. The projects ensure training is kept in line with the specific requirements of the participating companies and is good quality (many are accredited).  This is achieved through a Training Needs Analysis in Lanarkshire and North Ayr.  Training plans are also devised for JRTs and CBs to ensure they receive a relevant and useful programme.  Companies are often asked to nominate a member of staff to act as a “mentor” for JRTs in order to ease their transition into the workplace.  This person may also be offered specific training in “mentoring” skills.

· Work Placement
During the work placement, the JRT is taken on by the participating company as a temporary employee and is paid the going rate for the job.  This is the case for all projects discussed here apart from Speke Garston. Employment by the company is a practical solution as it ensures the companies retain control over work standards and employee capability.  Work placements vary in length although all the Scottish projects aim to secure employment for at least six months. 

· Company Eligibility

All projects covered in this report target small and medium sized enterprises (apart from Speke Garston, which worked with Ford), and this may be to meet funding requirements.  However many projects choose to target SMEs as these companies are often most in need of financial assistance to improve training provision for their staff. All the Scottish projects require companies to be located within a specific geographical area, although Milton Keynes was more flexible, hence the spread across South and West England.

· Wage Subsidy
All schemes covered here have utilised some form of wage subsidy for the JRT in order to reduce costs for participating companies. This subsidy can come from a variety of sources.  For example, Lanarkshire and Milton Keynes work entirely with people involved with the New Deal programme as this provides both a wage subsidy and a training subsidy for JRT’s.  In contrast Ayrshire, North Ayr and Glasgow use job rotation funding to pay a JRT wage subsidy, for example, Ayrshire pays forty-five per cent of the JRT wage.  There may also be other funding possibilities to cover a wage subsidy and this could be tailored to local needs and opportunities. Speke Garston actually funded JRT wages entirely, however, they state that this led to extra complications and any future project should consider employer contribution.

· Target Sectors

Another important factor is the industrial sectors that are targeted by the project. Milton Keynes targeted the hotel and tourism industry.  This arose out of an increasing awareness that this sector was facing specific skills and recruitment problems.  In Scotland, each project has individual targets in terms of industry types and, again, this is related to specific local needs.  For example, Lanarkshire is mainly targeting the care sector and hotel and tourism.  However not all projects chose to target specific industries such as Ayrshire and North Ayr.

An Evaluation of Job Rotation in the UK
In many ways, evaluating the success of job rotation projects must be based on qualitative assessment.  

The North Ayr Job Rotation project, which ended December 2000, is in the process of a comprehensive evaluation.  Preliminary findings are suggesting that satisfaction with the project is high.  For example, all training courses were evaluated for six variables (including quality of teaching and organisation of classes) and for each variable by far the majority of participants rated them ‘excellent’.

In addition, JRTs were interviewed to establish what they gained from involvement in the project.  One JRT, who was assisted with training and work in the care sector said:  “I was given every assistance possible and will always be grateful for the opportunity afforded me, especially the initial faith shown in me” (North Ayr Interim Evaluation).

In addition, the experiences of participating companies were also evaluated.     Roughly three quarters of SMEs ranked the quality of training and relevance to their needs as ‘very good’.  One participating company stated: “Help with training is something we are very interested in…this can be a large financial burden on a small company so Job Rotation’s assistance with training has been fantastic” (North Ayr Interim Evaluation).

In addition, it is useful to examine the future paths taken by participants (see appendices for details).  From the North Ayr project, of twenty-six JRTs, eighteen secured employment through the project, nine with their placement company and two decided to continue training.   In addition, eighty-nine CBs were released for training, seventeen at management level. In Bournemouth, of sixteen JRTs, seven secured employment with their placement company and eight secured alternative employment or further training.  Approximately one hundred CBs were released for training.  The Bournemouth project was awarded a National Regional Award for “Innovation with New Deal” as well as an award from Dorset Employment Service.


Problems Implementing Job Rotation in the UK

It is crucial to have an awareness of problems that have been encountered by job rotation schemes in the UK.

In England, the rules governing the payment of Job Seekers Allowance restrict the implementation of job rotation.  The JSA has clearly defined rules regarding the set hours claimants can work and also requires that they are, at all times, “ready and available for work”.  This has clear implications for attendance on training courses, which are consequently often limited to less than 16 hours per week.  However, it may be possible to negotiate these requirements to facilitate the implementation of job rotation in local areas.

Another problem in England was that it was hard to find people to work in the hotel and tourism industry for precisely those reasons that job rotation was necessary, ie, high staff turnover and the (perceived) poor quality of jobs.  A vicious circle of low skills, lack of training and an unwillingness to work in the industry has proved difficult to break.  It may thus be necessary to increase awareness of the prospects of work in the specific industry and also of the benefits of training and qualifications, before implementing job rotation in some sectors.

 Further problems overcome in England related to the confidence of the long-term unemployed to hold down a job and master the selection process.  This was overcome, in Bournemouth, by holding a group meeting for potential JRTs and employers.  This “job rotation induction meeting” introduced the concept of job rotation and also gave potential JRTs the chance to meet employers and see the environment they could be working in (the meeting was held in a participating hotel).  It also gave employers the chance to informally meet potential JRTs.

Robert Morrall (Project Manager, Milton Keynes) also found that employers were more accepting of New Deal participants than had been expected and this was actually not a barrier to employer participation.

The North Ayr project also encountered a few problems as the project progressed.  These included difficulties offering a range of training opportunities for companies from a range of industrial sectors.   A solution may be to target specific sectors only.  In addition, they initially secured JRT vacancies and then attempted to attract suitable JRTs.   However, they found it difficult to recruit eligible applicants and so some SMEs withdrew from the scheme.  As a result the focus of the project then changed to identifying JRTs and matching them to existing opportunities or sourcing new ones.  They also found that the companies involved were reluctant to release staff for mentoring training as they felt they had their own in-house system of support.  A solution to this may be to allow companies to use their own resources for employee support.

Key Considerations for London

· External Funding

For job rotation to be developed in London external funding needs to be secured. This funding is essential for the project to employ staff, complete all administrative duties and cover training costs.  Given the current policy background and political will to increase skills amongst the workforce it seems that there is great potential for job rotation to be developed.  For example, the Union Learning Fund could be explored and this would also provide an established and developed communication system with companies, employees and possibly potential replacement workers.  In addition, the European Social Fund has been crucial for the development of previous job rotation schemes and so should also be explored.  London also has a number of economic regeneration initiatives in place and these may prove a valuable source of funds.

· JRT Status During Work Placement
All schemes, with the exception of Speke Garston, have operated with the JRT becoming an employee of the participating company and this ensures that participating companies retain control over performance and standards of work.  In addition, this removes a substantial burden from job rotation staff. 

· Wage Subsidy

A wage subsidy for JRTs is a crucial consideration as it will ensure costs are reduced for employers and thus encourage company participation.  This subsidy could come from the state, by using New Deal, for example, or from job rotation funding itself and there may also be other funding avenues that could be explored.  The type of wage subsidy used will have obvious implications for the project.  For example, New Deal would restrict JRTs to those participating in New Deal, alternatively, if job rotation funding was used then a wider range of participants could be involved.  However, a combination of different subsidies could be utilised.

· Preparatory Training

All projects covered in this report have provided some form of preparatory training for JRTs.  This includes a combination of training, work shadowing and job rotation induction and this ensures a smooth changeover in the workplace.  It is also beneficial to enable JRTs to maintain benefit entitlements whilst in this preparatory stage so that they are financially able to partake in the scheme.  Unless JSA regulations can be waived this would mean participation for less than sixteen hours per week.

· Training

Training provided for both the JRT and CB must be relevant to the company involved and of good quality.  This can be achieved through an extensive Training Needs Analysis with all participants and by providing nationally recognised accredited qualifications such as NVQs wherever possible.  Union Learning Representatives could play a role here in ensuring training is relevant and useful for all participants.  This is a crucial issue if job rotation is to make a real difference to the future prospects of participants.  JRTs should also be offered assistance finding employment at the end of their participation in the project.

· Administration

Administration must be kept to a minimum.  It is often a funding requirement that extensive records be kept, for example for the private match funding and to meet ESF rules.  However, all projects attempt to reduce the burden on employers by completing most administrative duties themselves and passing completed records on to employers for approval.

· Target Sectors

It can be seen that the projects illustrated here have differing targets in terms of the industrial sectors involved.  This obviously reflects differing local conditions as well as political will.  For example, in England severe and specific problems were identified within the hotel and tourism industry and so this became the focus of the project.  For London, as previously identified, there are specific problems within the manufacturing and construction industry, especially in North and East London and these could therefore be targeted.  The next stage of this research and policy project will be exploring local needs in more depth.  

· SMEs

It has been shown that small and medium sized companies have a particular need for assistance with training provision and thus could be targeted.
· Trade Union Involvement

The benefits of trade union involvement have also been discussed and this would add an extra dimension to the project in London, as well as assisting with funding. As previously discussed, this would give credibility to the project and ensure that real benefits are accruing to the participants as well as helping to ensure that JRTs are placed with good employers.

Job Rotation in London

This report is designed to begin the process of examining how job rotation can be implemented in London.   It has been shown that the policy environment in Britain, and particularly London, is prime for developing projects that improve skills and address the needs of the unemployed.  The next stage of this project will involve engaging with employers and other interested organisations in London to explore their needs, and thus identify possible areas for the development of a job rotation project in London.

Appendix 1: Lanarkshire Job Rotation Project

General details

Funding
· ESF (Scottish Objective 3 status) 

· South and North Lanarkshire Councils

· Blantyre and Hamilton, South Coatbridge and North Motherwell Social Inclusion Partnerships (SIPs) 

· Private Match Funding

· New Deal (wage subsidy)

Length of Project
Began 1st Jan 2001, fully operational from April 2001, funding to end 2004

Management
Owned by Councils, run by WEA, 1 project manager, 2 project workers, 1 administrator

Sectors Targeted
Care sector, Hotel and Tourism, Non-specific 

Target Numbers
Year 1:  25 companies, 30 JRTs,   120 CBs 

Year 2:  40 companies, 45 JRTs,   180 CBs 

Year 3:  60 companies, 240 JRTs, 960 CBs

JRT Eligibility
· Unemployed for at least 26 weeks 

· Lanarkshire resident, 

· 18 or over

· Returners to labour market, participants on Training for Work, part-time ESF courses

Min:Max JRTs
1: Unlimited

Length of Preparatory Period
4 weeks, 16 hours or less per week

Content of Prep Period
2 weeks training, 2 weeks work shadowing

Type of Training for JRT
Mainly vocational accredited qualifications e.g., SVQs Level 2-3, all receive IT training

JRT Work Status 
Employee, paid the going rate, with possible New Deal or Training for Work (TfW) wage subsidy.

JRT Training in Work? 
Yes, encouraged to achieve same qualification as CB, approx. 1 day per week

Company Eligibility
· 250 employees or less

· Based within Lanarkshire

· Release at least four staff for training

· Provide a mentor to support the JRT whilst at work

Min:Max CBs
4:Unlimited 

Types of Training for CB
Mainly vocational accredited qualifications eg, SVQs Level 2-3, all receive IT training

Length of Rotation
6 months or more



Outcomes
Not yet available

Examples of Training Opportunities for JRTs and CBs
Information Technology

Course Title
Level
Description

Computing Skills
Beginner and Intermediate
Flexible training, MS Office, Word, Access, Excel, PowerPoint

Training

Course Title
Level
Description

Assessor Verifier Awards
D32, D33, D34
Qualify staff to assess and verify workplace-based qualifications

Training for Trainers
SQA Certificate in Training Practice
Vital training skills: assessment guidance, delivery and evaluation

Mentoring
Personal Development Award
Introduction to mentoring skills for workplace mentors

Employee Development

Course Title
Level
Description

First Aid
St Andrews Ambulance
First Aid theory and practical applications

Customer Care
SVQ Level II and III
Practical customer care training delivered in the workplace

Time Management
Personal Development Award
Practical course to improve work planning, systems and time use

Interpersonal and Communication Skills
Personal Development Award
Improving communication and reducing stress in the workplace

Team Building
Personal Development Award
Introduction to skills and techniques in team working

Specific Vocational

Course Title
Level
Description

Business Languages
National Certificate
Business language: French, German, Spanish and Italian

NEBS Management
Introductory Award
Practical training for existing or potential first line managers

Examples of Participating Companies

· Avonhaugh Nursing Home

· Duncraggen Nursing Home

· Glenburn Nursery Home

· William Bain Fencing

· Ferguson House

· Oatlands Nursery 

· Technotots Nursery 

· Fraser Evans

· Strathaven Nursing Home

· Magic Steps Nursery 

· Kids Unlimited
Many thanks to Lynne MacMillan, Lanarkshire Jobrotation Project Manager, for all information supplied.

Lynne MacMillan

Project Co-ordinator

Lanarkshire Jobrotation

Cambuslang Training and Enterprise Centre

1-15 Main Street

Cambuslang

South Lanarkshire

G72 7EX
Appendix 2: Ayrshire Job Rotation Project

General Details

Funding
· 45% ESF Objective 3 - Priority 4A.2 Raising Skill Levels Across the Workforce

· 32% SEA

· 23% Private Match Funding

Length of Project
October 2000 - March 2002

Management
run by WEA, 4 full time staff plus Advisory group

Sectors Targeted
Non-specific

Target Numbers
· 27 JRTs

· 108 CBs

· 25 SMEs

JRT Eligibility
· 6 months plus unemployed 

· Resident of Ayrshire

· 18-65

Min:Max JRTs
1: Unlimited

Length of Preparatory Period
8 weeks,  under 16 hours per week

Content of Prep Period
2/3 training

1/3 work shadow

Type of Training for JRT
· College based vocational training

· Specialised vocational training eg,  technical courses, customer care

· Personal development courses, eg, team building, first aid, equal opps, 

JRT Work Status 
Employee, paid the going rate (45% paid by Job Rotation, 55% by Participating Company)

JRT Training in Work? 
Yes,  but not in work time

Company Eligibility
· Employ JRT for at least six months at the going rate for the job, must be an additional job, at least 25 hours per week.

· Provide a mentor to support the JRT whilst at work

· Release at least four staff for training

· Be located in Ayrshire

· SME

Min:Max CBs
4:Unlimited 

Types of Training for CB
SVQs Level II upwards

Length of Rotation
6 months or more



Outcomes
Not yet available

Examples of Training Opportunities for JRTs and CBs

Training

Course Title
Level
Description

Staff Appraisals
N/A
How to conduct staff appraisals, objectives and feedback

Employee Development

Course Title
Level
Description

Assertiveness
N/A
Work on confidence and communication

Stress Management
N/A
Plan, prioritise, set goals and stay focused

Specific Vocational

Course Title
Level
Description

HSE First Aid
HSE Accredited
General first aid incl: resuscitation, control of wounds etc

REHIS Elementary Food Hygiene Certificate
REHIS First Level Qualification
Food Hygiene, nationally recognised by all sectors of food industry

Examples of Participating Companies

· Rework Solutions

· John Deas

With many thanks to Tania Henderson, Ayrshire Job Rotation project, for all information supplied:

Tania Henderson

Ayrshire Job Rotation Project

John Pollock Centre

Mainholme Road

Ayr

KA8 0QD
Appendix 3: North Ayr Pilot Job Rotation Project

General Details

Funding
· ESF (45%)

· Scottish Enterprise Ayrshire 

· ADAPT

· North Ayr Partnership

· South Ayr Council

Length of Project
1998 – December 2000.

Management
Owned by Councils, run by WEA, 1 project manager, plus Advisory group

Sectors Targeted
Non- specific, included: Hospitality, Tourism and Leisure, Engineering and Care Sector

Target Numbers
Not available

JRT Eligibility
· Less than six months unemployed

· Returner to labour market

· 18-65

Min:Max JRTs
1: Unlimited

Length of Preparatory Period
Variable, 16 hours or less per week

Content of Prep Period
Vocational training and job rotation induction

Type of Training for JRT
Varied: eg, non-certificated – post-graduate

JRT Work Status 
Employee, paid the going rate, with wage subsidy from job rotation funds

JRT Training in Work? 
Variable

Company Eligibility
· Employ JRT for at least six months at the going rate for the job, must be an additional job, at least 25 hours per week.

· Release at least four staff for training

· Be within the travel to work area within South Ayrshire Council boundary

· SME

Min:Max CBs
4:Unlimited

Types of Training for CB
Varied: eg, non-certificated – post-graduate

Length of Rotation
6 months or more



Outcomes
Of 26 JRTS :

· 18 secured employment, 9 with placement company 

· 5 unemployed.  But this includes the 2 not eligible 

· 2 further training.

· 1 other

· 89 CBs were released for training – 17 at management level



Examples of Training Opportunities for JRTs and CBs

Training

Course Title
Level
Description

Staff Appraisals
N/A
How to conduct staff appraisals, objectives and feedback

Specific Vocational

Course Title
Level
Description

HSE First Aid
HSE Accredited
General first aid incl: resuscitation, control of wounds etc

REHIS Elementary Food Hygiene Certificate
REHIS First Level Qualification
Food Hygiene, nationally recognised by all sectors of food industry

Employee Development

Course Title
Level
Description

Assertiveness
N/A
Work on confidence and communication

Stress Management
N/A
Plan, prioritise, set goals and stay focused

Examples of Participating Companies

· Heads of Ayr Farm Park

· Hodgins Smith (CDM) Ltd

· Horizon Hotel

· HRM Hotel

· Omnitech Scotland Ltd

· Queen Court Dental Practice

· The Bridge Project
With many thanks to Tania Henderson, Ayrshire Job Rotation project, for all information supplied:

Tania Henderson

Ayrshire Job Rotation Project

John Pollock Centre

Mainholme Road

Ayr

KA8 0QD

Appendix 4: Milton Keynes Job Rotation Project

General Details - Example “cell” – Bournemouth

Funding
· ADAPT

· Private match funding

· New Deal (wage subsidy)

Length of Project
18 months July 1999 – December 2001


Management
· New Deal co-ordinator, Boscombe Job Centre

· Milton Keynes College

Sectors Targeted
Hospitality Industry

Target Numbers
Unspecified

JRT Eligibility
· over 18

· New Deal participant

Min:Max JRTs
1:Unlimited

Length of Preparatory Period
Up to 3 weeks, under 16 hours per week

Content of Prep Period
Vocational training, job rotation induction

Type of Training for JRT
Accredited vocational qualifications , eg, NVQ, English Tourist Board

JRT Work Status 
Employee, paid the going rate, with New Deal wage subsidy

JRT Training in Work? 
Yes, approx. 1 day per week

Company Eligibility
· Under 250 employees

Min:Max CBs
Unspecified, approx. 5:Unlimited

Types of Training for CB
Accredited vocational qualifications eg, NVQ, English Tourist Board

Length of Rotation
Unspecified

Outcomes 
Out of 16 JRTs:

· 7 remained with same employer

· 1 back to long-term benefit

· 8 other eg, alternative employment, training etc

· Approx. 100 CBs released for training

Examples of Training Opportunities for JRTs and CBs

Training

Course Title
Level
Description

Assessor Verifier Awards
D32, D33
Qualify staff to assess and verify workplace-based qualifications

Employee Development

Course Title
Level
Description

Assertiveness
N/A
Work on confidence and communication

Specific Vocational

Course Title
Level
Description

Welcome Host
English Tourist Board Certificate
Customer care, reception skills etc

Welcome International
English Tourist Board Certificate
Specific attention to culture and language based issues

Welcome All
English Tourist Board Certificate
Specific attention to special needs

Customer Service
NVQ Level II
Practical customer care training

Examples of Participating Companies

· Gernard Holiday Park

· Sarum Training
· Best Western Hotels
With many thanks to Robert Morrall, Milton Keynes Job Rotation Project Manager and Roger Clark, New Deal Co-ordinator, Boscombe Job Centre for all information supplied:

Robert Morrall

Milton Keynes Job Rotation Project

Rmorrall@hotmail.com
Roger Clarke

New Deal Co-ordinator

Boscombe Job Centre

774-748 Christchurch Road

Bournemouth

BH7 6BX

Appendix 5: Glasgow Job Rotation Project

General details

Funding
· ADAPT

· Private Match Funding 

Length of Project
18 months, 1996 – 1997

Management
Owned by Glasgow Development Agency (GDA), delivered by WEA, Steering group included: City Council, Trade Unions, Colleges, Employment Service

Sectors Targeted
Non-specific

Target Numbers
Unspecified

JRT Eligibility
· Unemployed for at least 26 weeks 

· 18 or over

Min:Max JRTs
1: Unlimited

Length of Preparatory Period
6 months, 16 hours or less per week

Content of Prep Period
Core generic skills and primary vocational training

Type of Training for JRT
Mainly vocational accredited qualifications e.g., SVQs Level 2-3, all receive IT training

JRT Work Status 
Employee, paid the going rate, with wage subsidy from job rotation funds

JRT Training in Work? 
Variable

Company Eligibility
· SMEs

Min:Max CBs
Unspecified

Types of Training for CB
Mainly vocational accredited qualifications eg, SVQs Level 2-3

Length of Rotation
Unspecified



Outcomes
9 SMEs involved

70 CBs released for training

15 JRTs (in 1999 approx. half remained in permanent employment)

Examples of Training Opportunities for JRTs and CBs

Information Technology

Course Title
Level
Description

Computing Skills
Beginner and Intermediate
Flexible training, MS Office, Word, Access, Excel, PowerPoint

Examples of Participating Companies

· Tenant Caledonian Breweries

Many thanks to Brian McKechnie, WEA, for all information supplied:

Brian McKechnie

Workers Educational Association

30 George Square  

Glasgow

G2 1EG

Additional information: Hutchinson, J (1999) and EU-Jobrotation (1997 and 1998)
Appendix 6: Speke Garston Job Rotation Project

General Details

Funding
· Employment Zone

· SRB 

Length of Project
1998-1999

Management
Speke Garston Partnership and Centre for Social Inclusion (with Ford Management and Trade Union reps), JET Centre organised JRT recruitment

Sectors Targeted
One employer only: Ford, Halewood

Target Numbers
12 long-term unemployed

JRT Eligibility
· Long-term unemployed

· From local area

Min:Max JRTs
12

Length of Preparatory Period
2 weeks

Content of Prep Period
Core generic skills and primary vocational training

Type of Training for JRT
Inter-personal skills, some vocational accredited qualifications eg, NVQs

JRT Work Status 
Employee of external organisation (STEC)

JRT Training in Work? 
Variable

Company Eligibility
One employer only

Min:Max CBs
N/A – CBs received training through Ford Training and Community Employment Initiative

Types of Training for CB
N/A

Length of Rotation
6 months

Outcomes
Of 12 JRTs:

· 8 secured permanent employment

· 2 further training

· 2 other

With many thanks to Mike Stewart, Centre for Economic and Social Inclusion, for all information supplied:

Mike Stewart

Centre for Economic and Social Inclusion

Camelford House

87-89 Albert Embankment 

London SE1 7TP
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