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WoLLNET Project

Summary report on impact of literacy language and numeracy training on individual and organisational performance
Context
The WoLLNET project set out to research, trial and develop a web-based, user friendly Toolkit to support employers, providers and unions to evaluate the impact of workplace literacy, language and numeracy (LLN) programmes on learning, individual work performance and organisational performance.   

The rationale for the project is located in the lack of systematic evidence of the benefits of LLN development in the workplace, particularly in terms of the impact on performance and return on investment in training, and the potential effect of such evidence on encouraging employers to provide LLN training for their employees.

Trials of the training evaluation Toolkit, which was developed through the project, ran for a total of 7 months. A total of 9 organisations used the Toolkit to undertake evaluations of workplace literacy, language or numeracy (LLN) training programmes during this time. 

The sectors represented by trial participants included:

· Local government (4)

· Social Services
· Waste Management

· Catering

· Cleaning Services
· Transport and Street Management 

· etc

· Logistics (1)

· Passenger Transport (1)

· Social Care (2)

· Utilities (1)

The number of learning programmes evaluated by each organisation ranged from 2 to 16. Most of the LLN learning programmes evaluated focused solely on literacy, language and/or numeracy, but some LLN learning was embedded within other training. 

The majority of programmes were delivered on-site. One programme was delivered through learndirect (e-learning).  

In addition, a number of other trial participants used the Toolkit to evaluate other types of vocational training. The findings of these trials are not considered in this document but can be found in the project’s Trial Report.
LLN training evaluation within these trials was carried out at the following four Kirkpatrick levels: 
· Level 1 - Learner Reaction (Were the conditions right for learning?)

· Level 2- Learning Outcomes (What learning actually took place?)

· Level 3 - Job Competency (What effect did the learning have on learners’ work performance?)

· Level 4- Organisational Performance, including Return on Investment (Did the changes in learners’ work performance attributable to the learning programme have an effect on organisational performance?)

Participants were encouraged to evaluate at all evaluation levels where this was appropriate. Most of the trial participants expressed a wish to do this because they wanted evidence to support anecdotal reports on added value outcomes of their LLN training, for example reductions in absenteeism and staff turnover and increases in the contribution of ideas.  However, in practice the majority of evaluation carried out during the trials was at the Learner Reaction level, and evaluation of the impact of LLN training on organisational performance was only undertaken by one organisation.  The reasons for this were:
· trial participants found it hard to resource data collection and uploading

· they needed further time and support to plan evaluations, build evaluation teams, identify appropriate evaluation criteria and interpret data on impact. 

Future planned development of functionality within the Toolkit will allow aggregation of data across different surveys.  It was not possible within the project trials to make direct comparisons between the outcomes of different learning programmes or present overarching conclusions about the impact of LLN training in general. However, the data presented below does provide insight into what outcomes are possible from LLN training interventions.
Impacts applicable to both literacy and numeracy training

· Most learners felt the LLN training was useful to their job and that the quality of their work had improved as a result (evidence from 6 trial participants) eg one learner said they were now able to quickly and accurately do necessary calculations at work.
· Most learners’ confidence with communication and/or maths tasks at work had improved (evidence from 6 trial participants) eg one learner said he was more willing to contribute ideas and opinions when among his peers and senior management.
· Saving time – there was a reduced need to spend time deliberating over communication/maths tasks and a reduced need to ask colleagues to help (evidence from 3 trial participants) eg one learner said ‘I lost my fear of figures and can now think about maths without the mental block, and can now make various calculations without panicking’.

· Many learners’ sense of job satisfaction had improved and managers reported improvements in morale (evidence from 3 trial participants).
· One company reported that company loyalty was high amongst the learners because they felt grateful for the opportunities the company has provided them.
· In two organisations ‘unlocked talents’ had enabled learners to apply for promotion. 

· In one organisation they had actually been able to promote more employees from within the organisation, saving costs of recruitment and training – see Financial Benefits below.
· In three organisations employees reported that they were keener to participate in other internal training programmes such as NVQs.
· In one case a manager reported that learners had greater confidence and skills in delivering guidance, training, and mentoring roles.
· In one case learners felt the training improved ability to assess their own work performance.
· One employer reported that employees had been able to share their acquired skills with others in the organisation effectively.
· One organisation reported a ‘notable improvement’ in internal training assessments.
· In one organisation managers noted that there were a greater number of ideas and innovations are coming directly from course participants.
· In one organisation learners appeared to be more open to change.
· In one organisation employees had shown greater interest, and understanding, in company methodology and performance.
Impacts specific to numeracy training
· In one case employees working within roles requiring mathematical calculation had improved their performance in terms of speed and accuracy.
· In one case there had been improvements in time-management, rota planning, overtime control and organisational task planning, eg optimising shift time to increase time available for work.
· In one case learners had been better able to identify patterns in records such as timekeeping and absenteeism.
· In once case managers reported that second language learners studying numeracy had unlocked personal talent by being able to add language comprehension skills to their existing numeracy ability.
Impacts specific to literacy training
· One organisation had seen improvements in letters to customers (less misunderstanding) as a result of improvements in spelling, vocabulary, grammar, punctuation and proof-reading skills.
· One employer reported that there had been improvements in employees’ learning capacity and understanding of critical training/documentation/notices, eg health and safety.
· One organisation reported that there had been better recording of required information
· In one case there had been a ‘dramatic improvement’ in written communication, including e-mails and reports
· One manager reported that there had been greater participation in team briefings and meetings.
Financial benefits identified:
A trial participant in the logistics sector was able to carry out a full Return on Investment analysis in relation to longer term LLN provision, with the following outcomes:

· Employee turnover had decreased by 5.75%. 
· 75% of this change was attributed to the learning programme, 25% to changes in the economy (senior manager).
· The net saving to the organisation was £47,250.
· Once programme costs were added an ROI of 1706.% was calculated.
· The benefit to Cost Ratio was £18.06 : £1.
· The ‘Payback Period’ (ie the time it takes to repay the costs of the programme) was 0.66 months.
Other benefits from LLN training identified through the evaluation process:
· Managers were keen to roll out the learning programme more widely.
· An enthusiasm to signpost those with learning needs towards the LLN learning programme.
· Confirmation that course arrangements, design and delivery were suitable.
What organisations will do differently as a result of evaluating LLN training:
As a result of the impact evaluation process, trial participants identified the following areas as in need of improvement:

· improve course location
· change course start time

· change the length of the programme

· improve the level of additional support
· improve programme design and delivery.
For further information about the WoLLNET project, please visit the project website: www.wollnet.org.
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