Pensions Education Fund - Contract Monitoring Procedures


END OF INITIATIVE DELIVERY REPORT

At the end of the contract two reports are required by from the contractors to provide an overall view of the initiative. The first is essentially an extended Delivery Report which encompasses the whole contract period. It is not expected to exceed more than 12 sides of A4 (not including the instruction cover sheet). 

The additional information to be provided should include lessons learned, what you, the contractor, would have done differently, particular successes etc. As it is the end of initiative document flexibility is given to contractors to express their views in a free text format 

The second report is a final Data Monitoring Report which contains the complete data for the whole of the project period.


These reports must be submitted no more than one calendar month after the end of the contracted delivery period.

If you have any questions regarding the completion of this report, please contact the PEF Contract Managers.

End of Initiative Report (Template)

	THE PENSIONS EDUCATION FUND - END OF INITIATIVE REPORT



	Organisation 
	GFTU Educational Trust

	Completed By
	Judith Jackson

	Contact Telephone Number
	020 3787 2578

	Contact e mail Address
	judith@gftu.org.uk

	Reporting Period

(Contract Start Date – End Date)
	January 2006 – March 2008

	Report Completion Date
	May 2008

	Overall objectives 

	What did you expect to achieve during the contract period?

We expected during the contract period to achieve targets based on the original DWP PEF specification in that we would be able to reach and work with specific groups of workers in a workplace context e.g. part-timers, women. We also expected to undertake this work in partnership with trades unions and employers, particularly on the basis of being able to negotiate paid release to attend training and the provision of training facilities. We expected to be able to deliver a distinct range of educational provision around pensions i.e. short courses (of 1-6 hours duration) through to longer courses (1-5 days) of a more advanced nature e.g. for pension trustees.

	How have the outcomes compared to that?

We are pleased to report that we not only achieved our expectations, as outlined above, but that also, in relation to outcomes, we over-achieved in all areas. For example, although we were originally contracted to reach 1700 workers we in fact provided education to 2059 workers on 139 sessions in 36 workplaces and other venues.  This is an average of 14.8 students per event.  

We are also pleased to report that an external evaluation of the project particularly identified a high rate of satisfaction amongst those groups of workers we worked with. We developed highly positive relationships with employers and their respective trade unions is a range of large to small and medium-sized enterprises and were able in a significant number of occasions to deliver pensions education in-house with the employer providing paid time-off for their workforce to attend. In addition to this workplace-based provision, and in focusing on certain sectors and union organisations, we were able to deliver a range of seminars across the UK with bespoke materials. We are also able to record a significant number (app 42%) of women and part-time workers reached.  We also reached approx 4.8% BAME workers.  As envisaged young workers proved very difficult to get onto training.

	Are there one or two key factors that have particularly contributed to meeting/not meeting those objectives?

1. Of particular benefit to the GFTU was its capacity to work with established workplace trade unions who could ‘market’ the PEF activity on our behalf to their respective employers. On this basis they were much better placed than any other third party body to identify who to approach and how best to argue a ‘business case’ for involvement

2. The structure of the GFTU project meant that it could work with relatively short notice e.g. two weeks to respond to a request for course delivery. In some circumstances this meant the GFTU could demonstrate its commitment and resilience to an employer and often paved the way for subsequent work. 

	To what extent has PEF helped you further your organisation’s goals?

The GFTU strives to enable its affiliates to improve its workplace position and relations with their employers. The PEF has enabled the GFTU, and our affiliates, to contribute to this enormously. The GFTU seeks to provide its affiliates with educational opportunities that are topical and reflect the contemporary concerns/issues of their members. Pension entitlement is of significant importance to workers across the private, public and voluntary sectors. 

Through the PEF we were able to underline our suitability and credibility in meeting learning and information needs. We would also add that the significant highly positive feedback from individual members further underlined the relevance of affiliation to the GFTU of small, specialist trade unions.

	Has your organisation benefited in the ways you expected from being involved in PEF?

The organisation expected to benefit directly from engagement with the PEF but we have actually exceeded our expectations. First, we were able to meet a distinct educational need from members of affiliate unions. We were able to get into workplaces and speak directly to workers who formed the core of the PEF original remit. 

Secondly however, we were able to reach workers who have rarely, if ever, engaged in learning offered by their trade union or related organisation. In addition we have been able to develop an additional area of expertise and been credited with offering and delivering high quality course with experienced, knowledgeable teaching staff.

	Did you find it a good investment of your own resources? If so, why? If not, why not?

In reflecting back on our experience of working with the PEF the GFTU is adamant that, given the comments above, the time, energy and resources invested in making our PEF activity a significant success has given us incalculable long-term benefits. We have worked directly with employers in a way not normally relevant to our work. We have engaged with workers with a real concern about their pension status and been given consistent, positive feedback in the way we delivered pensions education. We have worked in a more innovative, dynamic  way with our affiliates than is sometimes the case and received supportive comments from them also.

	Activities undertaken.

	What went well?  

Essentially all areas of proposed activity went well. We have over-achieved on targets of workers reached and worked with more employers than originally intended. What has gone particularly well is our work directly with employers. The feedback we have had from most of the 36 employers we have provided pensions education to reinforces our view that we met a distinct need in a supportive, accessible manner.  We were able to show to a lot of the employers that the union was not working to criticise the pensions provision but to actually enhance employees engagement with the provision and to understand the scheme and in some occasions proposed changes to it. 

We would also want to give credit to the trade union activists, officers and employer representatives who worked hard to realise the possibility of mainstream or bespoke pensions education being delivered within a workplace.

The GFTU was able, via its educational partners, to create a tutor team of exceptional knowledge and expertise. What worked very well was their capacity to ensure that their approach on each course was relevant both on the basis of the particular sector involved but also on the audience they were speaking to.

	What didn’t go quite as well?

It is true to say that we didn’t always get our way with employers. In particular there was sometimes a tension around a request for a lot of information to be given over in too short a period of time. We understand that business need often apply this pressure. We were able however, in all circumstances to provide a professional pensions education opportunity and provide sufficient signposting material e.g. DWP material for part-time workers.  Quite often we were unable to deliver the one day accredited programme and had to settle for a much shorter delivery session.

Whilst the majority of our dealings with employers came through the workplace unions it was sometimes difficult to get in there in organise the training as the union is only as good as the local rep and we had some instances in the same company where on one site we got facilities for a few 1 day sessions and on another where they weren’t as organised we go one half day or something similar.

Despite the PEF stipulation that PEF activity did not offer advice there were many occasions where workers did approach a tutor on this basis. Again, we ensured that individuals were signposted to suitable sources of information and advice.

Also the unions found it very difficult to engage with younger workers.  In some cases it was because there weren’t many (or any) in the workplace (mining and railway maintenance) and it others it was just hat they weren’t interested in the issue.  Overall we delivered to only about 25 people under 25.

	What changes or amendments did you make?  

The GFTU made no significant change or amendment from its initial DWP PEF proposals.

	Did the changes make a positive or negative impact on your initiative

NA

	Start up Phase e.g. preparation of material, establishing initial contacts with target audience/employers. 



	What were the main methods you used to establish contact?

At the outset of the project the GFTU developed a range of promotional material that could quickly and easily be distributed amongst affiliates. They were written in such a way that they could be easily adapted for specific trade unions and for specific employment sectors.  These were sent in bulk to all our affiliates, reps who we knew had an interest in pensions and would push it in the workplace and employers we had previously worked with.

In the first instance this gave senior managers in our affiliates an opportunity to consider how and where pensions education was most valuable and this initiated regular contact with the GFTU throughout the project and ‘repeat business’.  We then commenced an intensive “ring round” to stimulate interest and organised a launch conference. 

Our affiliates encouraged workplace representatives to either contact the GFTU directly or to make requests for pensions education sessions via them. In either case the principal method use to initiate contact with the employees we worked with was via these workplace representatives.

In some instances, following initial course delivery, we were able to work fluidly with employer representatives also who enabled us to structure longer-term programmes of short courses.

	Lessons Learned.  Reflecting on the Start Up Phase,

	What would your organisation have done differently 

Given the overall success of the project, and of its start-up structures, there is very little that we could indicate as doing differently except to go directly to employers but that would be a political “hot potato” with our affiliates who like to know exactly what is going on. 

	Did you change your approach?  Did this affect the outcomes?  If so, how?

The only possible change the GFTU could have made in its approach to the PEF project was to have reduced its activity once we had reached our target figures for employees reached. Naturally we chose not to do this.

Our over-achievement on outcomes did not arise from any change in strategy but essentially from a sound methodology of using workplace representatives to build trust and confidence around the concept of delivering in-house pensions education.

	What were the most successful and least successful methods for establishing contact with individuals or employers?

There were no unsuccessful methods used for contacting individuals or employers. The same method, as described above, was used consistently throughout the duration of the contract. The essential difference between each employer and workplace was around the volume of courses delivered and employees we engaged with.



	Initiative Delivery i.e. the day to day experiences of running the initiative.  What your initiative consisted of.



	Where there any changes made? If so what were they?

Within the context of day-to-day project activity no significant changes were made to management or procedural issues. The volume of project activity, as initially indicated in our proposal for funding, was expected to peak and trough. Despite this strong project management, and robust measures for educational delivery, ensured that at no time during the project was there a sense of the project being either over or under whelmed and as a result there being a need to make any relevant change.



	What methods did you try for choosing what information to deliver and how to deliver it? 

From the outset the GFTU had contracted a pensions consultant to act as strategic adviser to the project and from whom educational materials were commissioned and who chose what additional information/resources should be used.

Materials and associated resources differentiated by our consultant on the basis, for example, of employment sector, nature of employer’s business, composition of audience etc. Effective project management maintained a routine assessment of course evaluations to determine the relevance of teaching material and resources to audiences and this significantly underlined the suitability and relevance of what was used.

	If you were to continue to run the initiative, do you think your organisation would start running out of interested employers or individuals fairly quickly, or not? Why?

Despite the GFTU having worked with 36 employers, there are a large number of employers that our collective affiliates work with. On that basis any project extension could be easily extended and any new employers would benefit significantly from the expertise and momentum generated over the past two years.

	Lessons Learned. Reflecting on the Initiative Delivery



	What would your organisation have done differently?

Reflecting on the delivery of the PEF contract there is little the organisation feels it could have done differently given the highly positive combined volume of activity and significant positive feedback. Similarly, via external and internal quality assurance and monitoring arrangements we are able to verify that course materials and information were consistently appropriate and effective.



	Did you change your approach?  Did this affect the outcomes?  If so, how?

In relation to the delivery of the PEF initiative the period of the GFTU’s activity was subject to significant change although this was in the expected area of the number and type of courses to be delivered and the range of employers that would be worked with. Expectations of changes in delivery patterns were expected and accommodated within the management of the contract.

The impact on outcomes overall was highly positive in the there were more significant peaks in delivery than expected and this resulted in a higher than expected number of courses, employers worked with an ultimate individual outcomes.



	Was the budget realistic?

The overall budget agreed with the DWP enabled the GFTU to overachieve on projected outcomes so to this extent it was realistic. It is also true to say however, that good project management enabled the initiative to maintain numerous efficiencies. For example, on occasion courses would be scheduled to run consecutively thereby reducing staff travel and associated costs. 



	Target Audience. 

	Have you engaged with the target groups as anticipated in your application?

Yes, the GFTU was able to work with all of the project groups specified within our original tender. In particular we are pleased to be able to report on work with groups cited by the DWP in its original tender outline. For example, we were able to work with women, part-time workers, BAME workers and a few young workers.  We engaged quite significantly with workers over 55 but thid also reflect trade union membership trends.  Quite critically however, we were able to reach the type of worker who might be at risk of under funding their retirement income and/or generally unsure of their pension entitlement based on existing pension contributions. This latter point is verified significantly by course evaluation feedback and external evaluation methods.



	Has this been successful?

We have been successful in being able to achieve on DWP aims but also in enabling key groups of workers the opportunity to better understand their pension position. All course groups were given information on DWP resources and other sources of information and advice fully complementing the GFTU’s course delivery. 



	Is there any evidence of them acting upon the information given?

Evidence from both internal and external evaluation methods determined that a proportion of employees attending GFTU PEF sessions were acting upon information from the courses and from DWP material. This evidence is however for a sample of employees only, but can be seen as statistically representative.

	On average would you say that your target audience had

A) A good understanding of pensions and retirement planning

B) A basic understanding of pensions and retirement planning

C) No understanding of pensions and retirement planning

Using data drawn from internal and external evaluation methods it is understood that the majority of employees attending education sessions had ‘a basic understanding of pensions and retirement planning’, with the next group represented by those with ‘no understanding’ and lastly, the smallest proportion were those with ‘a good understanding’.



	What kind of follow-up services did you provide and how well did these work?

Follow-up services were not routinely provided as an aspect of this contract, but we did return to couple of unions and do a follow on session where workers had gone and undertook some minor research into their retirement positions.

 Where this was negotiated between workplace trade union and employer representatives this was provided however. Within this context ‘follow-up services’ included, for example, the delivery of more basic inductions into features of state pension provision following more advanced course delivery.



	If you trained people to provide information to others, have you followed up their activities? . If so, do you know how successful they have been and why?

We did 3 training sessions that were train the trainer events, the first was for our project tutors and those from Community.  The second and third were a mixture of tutors from the WEA and other PEF contractors.  Our own tutors have been very successful in the work and all but one have worked on this project.

In conjunction with ourselves the WEA built on our materials and added a key skills element to it and ran this in pilots around the country.

	Lessons Learned.  

	Reflecting on the target audience? 

	What would your organisation have done differently

In relation to the projected target audience the GFTU was able to reach and work with all groups. On reflection therefore the organisation does not feel that it could have worked differently to engage with these groups.



	Did you consider this approach, if not why not? 

 

	Your Organisations Self Evaluation

Have you completed a self evaluation? Please indicate when DWP could have sight of the self-evaluation

An evaluation report is currently in the process of being completed and will be available by the end of May 2008.

	Sustainability 

Is your initiative continuing beyond the end of the contract date? 

Whilst the exact initiative is not continuing past the extended end date, there is sustainability in the work we have done as it has enable us to extend our training work to our affiliates and to employers.  As a result of this project we are in much better position to offer bespoke training on pensions to unions and employers.  We will also be able to extend the amount of general pensions education we do due to the better materials we have.

	Have your made any changes to the initiative to ensure sustainability

No, but we had set it up so we could roll out some further work.



	If so, what are they?



	Working with Department for Work and Pensions (DWP). 

	Is this your organisations first experience of working with the DWP on a funded initiative?

Yes, this is the first time the GFTU has worked with the DWP.

	What, in your organisations’ opinion has gone well in working with the DWP?  

Working with the DWP has been a positive experience.  We were lucky during this project as it all went well and we didn’t need to call for any assistance or make any changes but we did always know that the DWP would be able to assist with any queries.  The DWP never interfered with the project.



	What has gone less well?  

Some of the reporting sheets could have had more clarity about them particularly the numerical ones.  This was not a big concern though.



	Would you work with the DWP on future initiatives?

Yes we would



	What do you wish DWP had done differently?

Nothing



	How does your experience of working with DWP compare to your experience of working with other funding bodies?

Very favourably



	Further Comments

Are there any further comments regarding the initiative that your organisation wishes to make? 

The GFTU were pleased to get the chance to do this work and we are looking forward to extending the project, we believe it was a well thought out initiative that was timely and needed.




Challenge Fund/ Evaluation and MI/ data monitoring/contractors guide/A contractors guide to monitoring procedures
Page 11 of 11

