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1. Context 
 
Network Personnel is a wholly owned subsidiary of the Workspace Group, a registered 
charity with its headquarters in Draperstown. It is contracted by the Department for the 
Economy (Department) to provide the Up for Work (UfW) European Social Fund (ESF) 
project. The main aims of the project are to combat poverty, enhance social inclusion and 
increase the skills base of young people by supporting those, aged 16-24 years of age, to 
engage in mainstream education, training or employment through the provision of 
employability and personal development training. 
 
The provision shares a curriculum offer and a training prospectus with the project promoter’s 
other two ESF programmes. This includes a range of 17 accredited level 1 vocational 
training courses as well as mentoring, work sampling, work-experience placements and job 
search support. For example, participants can choose from qualifications including Personal 
Success and Wellbeing and Progression to Employment; they also have the option of 
completing specialist industry courses such as: food safety, the construction skills register 
and manual handling. 
 
The project is led by a manager and supported by a team leader, two full-time employment 
coaches and five facilitators1, and operates out of three office sites in Magherafelt, 
Draperstown and Cookstown. The programme also has access to an office in Dungannon to 
meet with participants. At the time of the inspection, 36 participants2 were registered on the 
Up for Work project. The programme duration ranges from one week to 12 months and is 
dependent on the needs of each participant.  One-to-one meetings are held on a fortnightly 
basis and in addition, participants can avail of a range of courses which can involve 
participation of three to six hours per week.  Whilst a work-experience placement is an 
option, no participants are currently in a placement. 
 
2. Views of participants 
 
All of the participants interviewed reported positively on their relationships with the project 
staff and on their overall engagement with the UfW project. They felt that the range of 
qualifications on offer was appropriate to help them source employment. All of those 
interviewed were aware of the progress they were making, felt that they received appropriate 
advice and guidance and could clearly identify their progression pathways. 
 
3. Focus of the inspection 
 
In order to promote improvement in the interest of all participants, the inspection linked 
internal and external approaches to evaluate the: 
 

• outcomes for participants;  
• quality of provision; and 
• effectiveness of the leadership and management.  

 
  

                                                 
1 Shared with other ESF projects 
2 All performance data in this report was provided by the ESF project promoter at the time of the inspection. 
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4. Overall findings of the inspection 
 

Overall effectiveness High level of capacity for sustained 
improvement 

Outcomes for learners Very good 

Quality of provision Good 

Leadership and management Very good 
 

KEY FINDINGS 
 
5. Outcomes for learners 
 
The majority of participants are demonstrating good or better standards of work and are 
making appropriate progress in their learning.  They are developing well their personal, 
social, and employability skills.  Employers interviewed also report that participants 
progressing into job roles are work ready and have developed positive attitudes to work. 
 
The project promoter has developed effective relationships with a range of referral agencies 
to support recruitment from the target group in the three year period since the beginning of 
the project.  It is currently on track to meet its overall recruitment target with 232 (85%) of 
participants currently recruited.  The retention rate has improved in each year of the project 
and, to date, is currently outstanding (96%).  Over the same period, it is a significant strength 
that 25% of the participants have progressed into employment which well exceeds the initial 
13% target set.  In addition, a majority (77%) of the participants have gained a level one 
qualification and/or an industry standard recognised certificate.  
 
The high rate of participants progressing into employment has impacted on the proportion of 
participants progressing into education or training which, at 14%, is below the overall target 
set (35%).  The work sampling activity/work-experience placement rate is also below the 
overall target set (25%) with only 10% of participants, to date, undertaking this aspect of the 
programme.  The project promoter has recognised both these areas for improvement and 
has identified appropriate actions to address them in its quality improvement plan.  For 
example, links and partnerships have been made with a range of employers to source 
work-experience placements, and taster activities have been put in place in a number of 
vocational areas such as beauty therapy, for those participants who are not yet ready to 
move into employment.  It is of note that a significant minority of the participants had 
progressed into the project promoter’s new level 2 apprenticeship programme upon 
completion of the UfW programme. 
 
The flexible and supportive one-to-one mentoring system is a strength of this provision and 
has been a key factor in improving the participants’ confidence and self-esteem and has 
supported the increase in retention on the project.  In order to address the transport barrier 
for those living in the more rural areas, the project has also piloted a driving theory workshop 
to support participants to pass their driving theory test.  
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6. Quality of provision 
 
A broad curriculum offer is in place which is aligned well to key local employer needs and 
employment opportunities, and consists of a range of appropriate in-house and externally 
accredited training programmes.  Opportunities are also provided for participants to 
undertake individual certified online training through an e-learning platform.  The provision is 
reviewed regularly to ensure it caters for the participants’ varied needs and interests, and is 
aligned well to and complements the range of other training and employment programmes 
offered by the project promoter.  The training programmes are well planned, operate on an 
eight-week cycle, have a clear referral process, and are managed appropriately by 
programme staff.  
 
An alternative training environment, ‘The Network Shed’, has been developed to facilitate the 
delivery of workshops, information sessions, and personal development classes in an 
informal setting to those participants with challenging and significant barriers to learning and 
employment.  To date, a range of activities have been offered through this facility including 
crafts, woodwork skills, art therapy, horticulture, mindfulness, and complimentary therapy 
sessions, all of which are supporting well the participants’ personal and social development. 
 
All of the participants undertake an appropriate induction programme which includes a 
pre-entry interview to ensure they are signposted to the most appropriate project to suit their 
learning and development needs.  A detailed initial assessment is carried out which clearly 
identifies the participants’ goals, learning styles, and barriers to learning.  The quality of the 
initial assessment documentation sampled was very good with the participants’ key barriers 
to learning and employment clearly identified and linked to appropriate actions and 
measurable targets and outcomes in their action plans.  The action plans are effective 
working documents which are regularly reviewed and updated. 
  
The quality of the learning and development sessions and one-to-one sessions observed is 
good.  Effective practice in the learning and development sessions included clear planning 
and questioning strategies to elicit learning, however, the use of technology enhanced 
learning could be improved and used more effectively to better engage participants and 
overcome their barriers to learning and employment.  In the one-to-one mentoring sessions, 
effective practice was characterised by a clear understanding of the participants’ needs.  
However, there is a need for staff to include wider strategies to provide more stretch and 
challenge to the participants and encourage more of them to take more responsibility for 
their own learning and development.  In all of the sessions observed a good rapport existed 
between the participants and staff.  
 
The processes for care and welfare are impacting positively on the participants.  Examples 
of effective practice include the celebration of the participants’ achievements through a 
congratulatory text message when they achieve their qualifications, and an annual 
celebration and prize-giving ceremony, attended by key stakeholders, in recognition of the 
participants’ achievements and progression.  The project promoter has also worked closely 
with a number of employers to develop more innovative and informal interview and induction 
techniques, including ‘careers connections’ days, to ensure that participants are better 
prepared to undertake interviews and progress to employment.  A transport facility is 
available, across the project promoter’s three ESF projects, to transport participants living in 
the most rural settings to and from their training and mentoring appointments.  Those 
participants with social anxiety can also avail of one-to-one training in preparation for larger 
group training sessions and, on occasion, employment coaches will attend specialist short 
courses in order to support the participant.  The care and welfare of the project promoter’s 
staff is also well supported through access to a range of health and well-being information 
hosted on the project promoter’s intranet system, as well as through a range of social 
activities organised for staff.   
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7. Leadership and management 
 
A clear strategic vision has been developed for the UfW programme by management at all 
levels.  The senior management team takes a keen interest in the development of the 
programme, and is proactive in continually developing the programme and the curriculum 
offer, aligned to the needs of the local economy and the participants, across the 
geographical areas in which the project is delivered. 
 
The roles and responsibilities for all staff are clearly defined.  They receive appropriate 
continuing professional development to meet the emerging needs of participants and all of 
them are well equipped with appropriate technology to facilitate outreach working.  An 
appropriate intranet system has also been introduced to share key resources and live 
documents for the UfW project.  It is a strength that the project can utilise and benefit from 
the skills and expertise of the staff on the other two ESF projects offered.  The recent Job 
Fair event is a good example of effective collaborative working.  The quality of 
accommodation across all of the delivery sites, including the training and one-to-one meeting 
rooms and information technology suites, is very good.  
 
There is an appropriate management information system which is used well by management 
and staff to record, track and monitor key performance data.  Monthly meetings take place to 
allow staff to review the project, identify and disseminate best practice, and to discuss any 
key issues arising.  A good quality on-line real-time system has also been developed to 
manage job vacancies and allow staff to identify potential employment opportunities for 
participants.  While the project promoter uses data well, the use of the qualification 
performance data could be further strengthened to reflect the total number of qualifications 
attained for each participant and the progression they have made, in light of their entry 
profile, to better reflect the impact the project has had on improving their life chances.  
Management has also recognised the need to better measure the wider personal and social 
development needs of the participants and has revised the processes used and introduced a 
pilot system to allow these to be recorded and reported on more effectively.  
 
Good links have been developed with a wide range of employers to identify job opportunities 
and support progression to employment.  More work needs to be done, however, to develop 
links and partnerships with the local colleges of further education and other training 
providers to improve progression rates into further education and training.  
 
The processes for self-evaluation and quality improvement planning are well developed and 
the project’s performance data and participant feedback is used effectively to inform 
evaluations.  The process has also benefitted from the appointment of a dedicated quality 
assurance manager and the introduction of a comprehensive quality cycle and a series of 
tutor observations and file audits to support improvement across the provision.  However, 
the quality improvement plan could be strengthened to include more measurable targets to 
monitor and track improvement more effectively. 
 
8. Safeguarding 
 
Based on the evidence available at the time of the inspection, the arrangements for 
safeguarding participants reflect the guidance issued by the Department. 
 
9. Overall effectiveness 
 
Network Personnel’s UfW project demonstrates a high level of capacity to identify and bring 
about improvement in the interests of all the participants.   
 
The ETI will monitor how the project promoter sustains improvement.  
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APPENDIX 
 

A. Project registrations 
 

Programme Numbers of 
enrolments % against target 

Up for Work ESF project 2015/2016 50 81% 
Up for Work ESF project 2016/2017 108 103% 
Up for Work ESF project 2017/2018 74 70% 

 
B. Inspection methodology and evidence base  
 
The ETI’s Inspection and Self-Evaluation Framework is available on the ETI website 
www.etini.gov.uk. 
 
Two ETI inspectors observed 20 participants in a range of settings including two one-one 
mentoring sessions, one learning and development session, two workshops, one focus 
groups and one participant in employment.  Discussions were held with the project’s 
management team, the training co-ordinator, the quality assurance manager, two training 
facilitators, the team lead, two youth employment coaches, two internal sales consultants, 
three employers and two referral agencies.  The management information systems, including 
the tracking and monitoring systems, samples of the participants’ work and action plans, and 
the trainers’ planning documents were examined.  The project promoter’s self-evaluation 
report, quality improvement plan and all other relevant documentation were also scrutinised.  
 
C. Reporting terms used by the Education and Training Inspectorate 
 
In this report, proportions may be described as percentages, common fractions and in more 
general quantitative terms.  Where more general terms are used, they should be interpreted 
as follows: 
 

Almost/nearly all - more than 90% 
Most - 75%-90% 

A majority - 50%-74% 
A significant minority - 30%-49% 

A minority - 10%-29% 
Very few/a small number - less than 10% 

 
Performance levels 
 
The ETI use the following performance levels when reporting on Outcomes for learners, 
Quality of Provision and on Leadership and Management. 
 

Outstanding 
Very good 

Good 
Important area(s) for improvement 
Requires significant improvement 

Requires urgent improvement 
 
  

http://www.etini.gov.uk/
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Overall effectiveness 
 
The ETI use one of the following inspection outcomes when evaluating the overall 
effectiveness of the project promoter: 
 

The project promoter has a high level of capacity for sustained improvement in the 
interest of all the participants. The ETI will monitor how the project promoter sustains 
improvement. 

The project promoter demonstrates the capacity to identify and bring about 
improvement in the interest of all the participants. The ETI will monitor how the project 
promoter sustains improvement. 

The project promoter needs to address (an) important area(s) for improvement in the 
interest of all the participants. The ETI will monitor and report on the project promoter’s 
progress in addressing the area(s) for improvement. There will be a formal follow-up 
inspection. 

The project promoter needs to address urgently the significant areas for improvement 
identified in the interest of all the participants. The ETI will monitor and report on the 
project promoter’s progress in addressing the areas for improvement. There will be a 
formal follow-up inspection. 

 
 
Key Performance Indictors and Definitions 

Retention The percentage of enrolments measured over the full duration of their programme. 

Achievement The percentage of participants who completed their targeted individual outcomes.   

Progression The percentage of successful completers who achieved positive progression.   
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