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Final Evaluation 
 

1:  Introduction 

 

‘The Agender Partnership has set out to promote pos itive images of people in non-
gender-stereotyped jobs and remove this common misu nderstanding. By removing 
this pre-conceived idea, it is hoped that women and  men will become more likely to 

consider non-traditional roles in their hunt for em ployment. It is likely that the 
outcomes of the pilot exercises co-ordinated by Age nder will show how pathways into 

non-gender traditional roles can become easily acce ssible to women and men.’  

(www.equal-agender.net, 2007) 

 

EQUAL is funded through the European Social Fund and is a community initiative which tests 
and promotes new ways of tackling all forms of discrimination and inequalities in the labour 
market, both for people in work and for those seeking work.  This is supported through 
transnational co-operation.  EQUAL does provide support for individuals but its focus is on 
producing evidence of successful outcomes which can influence future policy and practice 
and bring about effective change. Agender came under Theme H of EQUAL under  ‘Equal 
Opportunities for men and women’ which aims to support job desegregation and reduce 
‘gender gaps’ within the work place.  

The Agender Partnership aimed to help local women and young females aspire to higher level 
careers and those not traditionally associated with women’s’ employment through the  
objectives of (Action 2, Development Partnership Agreement):- 

 

1. Developing support centres that offer support to women 

2. Working with employers and IAG to counter job segregation and gender pay 
inequality 

3. Developing new career pathways into non-traditional careers and routes into self-
employment 

4. Developing a marketing strategy to attract men in care occupations. 

 

The Development Partnership (DP) aimed to focus on centres for family support / Information, 
and Advice & Guidance, all in areas of significant deprivation, some of which were in areas of 
high levels of minority ethnic groups or lone / teenage parenthood.   The 6 areas for the 
majority of the pilot delivery through Agender were identified as:  Aston, Kingstanding, Saltley, 
Bartley Green, Smiths Wood and Chelmsley Wood. 

The Agender Partnership was drawn from the voluntary, community, public and private 
sectors through PCTs, public authorities, Sure Start programmes, Children’s Centres, 
Information, Advice and Guidance network, local businesses and business brokers.   The 
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Management of the Agender DP was designed to work through a Core group and sub groups 
to cover identified areas of work, plus a parent representative sub group. 

Agender has been led by the Birmingham & Solihull Learning & Skills Council (accountable 
Body) and the lead partner is the Birmingham Settlement. The Development Partnership of 
the Agender Project included the Birmingham Settlement,  Solihull MBC Early Years,  
Birmingham City Council, Birmingham LEA, BCC Economic Development Service, Sure Start 
CC SW Birmingham, South Birmingham PCT, JobCentre Plus, Birmingham and Solihull 
Connexions, University Hospital Birmingham NHS Foundation Trust, Pertemps, Bournville 
College, Sutton Coldfield College, Barnardo’s Community Plus, Childcare Information Bureau 
and BVSC. 

The structure of Agender (Appendix 1) included three subgroups which captured different 
activities or core groups and these were Employers, Children’s Centres and Training. Each 
sub-group Chair fed directly into the project team along with representation from the LSC, 
Further and Higher Education, b:RAP, and Birmingham City Council  

The role of the Agender Core Management Group gave the strategic direction, overall 
authority and mandate and addressed operational issues linked to the delivery of the Agender 
DP objectives.  The sub-groups assisted the lead partner in operational management.  
Individual members had responsibility to support the chairs in preparation for Core 
Management Group, discuss operational issues which did not impact on the strategic 
direction of the programme, to provide feedback on progress to Core Management Group and 
ensure subgroup members partners were aware of their roles and responsibilities to the 
achievement of the aims and objectives and the EQUAL Programme. 

During Action 2 Agender research was commissioned and partners were invited to submit 
innovative project proposals to offer programmes and services which would redress job 
desegregation and assist women in finding careers in construction, high level health sciences, 
film and television production, and forensic science and engineering. Some work recruiting 
men into childcare was also planned. Action 2 commenced in July 2005 and was due to 
complete in December 2007.  

Action 3, the Mainstreaming phase, fell within the time period of July 2006 to March 2008 and 
the overall aim was identified as ‘ensuring lessons learned within this programme can be 
taken into the mainstream of their respective services’ (Mainstreaming Partnership 
Agreement).  It was identified that the lead organisations will take forward ‘key public  
strategies’ and the Agender partnership will ‘influence operational delivery of national policy’.  
Specifically, it identified:- 

 

 IAG – The impact of enhancing the information and advice given to women in order 
that they look outside of traditional, low paid jobs for their careers, will be reported 
through the IAG network through LSC routes to national policy level.   The 
delivery services involved in Agender will be in disseminating their good practice 
throughout the IAG network. 

 Children’s Centres  – The impact of having an enhanced support and advice service 
for local women will be positively reported through Local Authority routes to the 
DfES.  The staff of the 6 centres will disseminate best practice to other centres. 
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 Jobcentre Plus  will evaluate the impact of working this way, and will disseminate the 
results of integrating delivery with children’s centres locally, regionally and 
nationally as a model of good practice. 

 LSC – will evaluate the impact of new training models that lead people into non-
traditional careers and will use its influence regionally and nationally to bring such 
pilots into the mainstream of FE delivery. Pilot activity will be locally disseminated 
through staff training and local strategic planning 

 Employers  – lessons learnt and business benefits will be disseminated through 
conferences, workshops and seminars at local, regional and national level which 
will help other employers learn from and introduce best practice. 

This summative evaluation builds on the evaluation of Action 1, and its focus is on assessing 
the overall lessons from the Development Partnership in Actions 2 and 3.  The evaluation 
aims to: 

1. Draw conclusions on the design, implementation and performance of the 
Development Partnership when measured against objectives and indicators 

2. Inform funding bodies and other stakeholders of results and of the actual and 
potential impact of the Agender DP’s activities 

3. Encourage support for the transfer, replication and mainstreaming of ideas and 
solutions. 

4. Form the basis of the final report and other publications, and,  

5. Stimulate new ideas and innovation.  

The evaluation will focus on the leading principles of EQUAL and will outline the impact in 
terms of partnership, empowerment, transnational co-operation, innovation, mainstreaming 
and equal opportunities.   

 
2:  Methodology 

 
Methodology can be referred to as ‘the theoretical analysis of the methods appropriate to the 
enquiry leading to the evaluation or study’.  Thus, we have used all resources and 
opportunities available following Action 2 and during the working life of Action three which, of 
course, does not conclude until March 2008. 
 
The evaluation of Actions 2 and 3 build on the evaluation of Action 1, as reported by Fund 
House (June 2005).  The basis of the evaluation has been identified as; the relevance of the 
Development Partnership (DP); the DPs approach to management and delivery; the DPs 
effectiveness in achieving outputs and outcomes; additionality; and sustainability and exit 
strategy. 
 
The evaluation has included desk research, questionnaires, interviews and analysis.  The 
desk research has involved reviewing reports provided by the DP management as well as 
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those accessed through the Equal Agender website.  Questionnaires were sent to all project 
managers, and those returned have been analysed and included in this report.  Telephone 
and face-to-face interviews have taken place with selected key people of the Core 
Management Group.   
 
This evaluation has not analysed the statistics relevant to the project as this will be 
undertaken in the Project Final Report.  It has focused upon the role of the Development 
Partnership and its effectiveness in identifying, delivering, monitoring and achieving the aims 
and objectives of Agender.  Also upon sustainability and mainstreaming of both learning and 
of the new programmes developed specifically for the Project. 

 
3:  Findings 

3.1: Development Partnership 

On 3rd May 2005, the Agender Development Partnership Core Group met and sub groups 
were devolved – The Children’s Centre Sub Group, Training Sub Group, Employer Sub 
Group - each with their own Terms of Reference. (Appendix 1)  The sub groups were 
operational for the lifetime of the Agender DP, i.e. until December 2007.  Sub Group Chairs 
were appointed by the Agender DP and potential interested members identified by the DP.  
Members were all required to commit to the Terms of Reference and were expected to devote 
the necessary time to attend meetings and ensure effective communication with subgroup 
and transnational partners.  Each subgroup worked with appropriate voluntary and community 
groups in order to support capacity building of the third sector. 

3.1.1b: The primary role of the subgroups was to assist the lead partner in the operational 
management of the Equal AGENDER DP. Their role was to: 

a) oversee their objective delivery 

b) support the Chairs in preparation for the Core Management Group 

c) discuss operational issues which do not impact on the strategic direction of the 
programme 

d) provide feedback on progress to the CMG, e.g. identifying and reporting significant 
changes 

e) ensure that all subgroup partners are aware of their role and responsibilities towards 
the achievement of the aims and objectives of the Equal Programme and of the 
AGENDER DP, and to support the lead partner in the contract review and monitoring 
process. 

 

The workings of all sub groups were transparent as minutes were produced and were hosted 
on the website for free viewing. 

 

Identified within the Action 1 Final Evaluation (Fund House, June 2005), the partially 
completed elements of the structural framework included a) a set of relevant reference 
documents relating to the legal and legislative requirements for the DP, and b) standard 
procedures for recording the proceedings of the DP such as decisions made, communication 
methods, regular reviews and planning, With regard to these incomplete elements it was 
identified that: 
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·  A set of relevant reference documents relating to the legal and legislative 
requirements for the DP were produced by the Core Group  

·  All DP meetings were fully minuted (as identified within Terms of Reference) and 
minutes made freely available on the website.  All DP members received copies of 
the minutes and were invited to respond as appropriate. 

3.2: Action Two Objectives 

3.2.1: Objective 1:  Developing support centres tha t offer support to women 
(Appendix 3) 

It was planned to have 6 pilot centres operational in 
inner city, outer city and sink estate areas and the six 
pilot centres identified were located at Children’s 
Centres based at Aston, Kingstanding, Saltley, 
Bartley Green, Smithswood and Chelmsley Wood 
which are all identified as being areas of significant 
deprivation.  These were not exclusive as other 
Children’s Centres participated in pilot programmes, 
e.g. Allenscroft Centre at Kings Heath, Sparkbrook 
and Bromford and Lea Village Centres. Some 
delivery programmes were offered to women 
attending any children’s centres and transport made 
available to ensure that all women could take up 
training opportunities, e.g. horticulture training based 
at Kings Heath Park.   

Activities developed and delivered through, or 
recruited by, Children’s or Family Centres include a 
pre-vocational Women’s Programme, Fork Lift Truck 
Training Programme, Film School, Sports Coaching, 
Horticulture, Construction Tasters (Jericho), Women 
into Construction, and Girls 4 Graft.  All of these 
focused on non-traditional employment. 
 
Evidence of outreach activity to develop new routes 
to hard to reach parents included the development of 
an Information, Advice & Guidance package, 
Information Advice & Guidance provided by South 
Birmingham College, Personal Development 
Programme, Women’s programme and Modern 
Apprenticeships via Children’s Centres 
 

Tasters in non-gender traditional employment has been evidenced through the Women’s 
Programme (Bournville); Fork Lift Truck (ENTA), Mini BICCS (Birmingham Inner-City Sports 
Coaching Programme) (Pertemps), Horticulture (Bournville), Construction tasters (Jericho), 
Girls 4 Graft (ENTA), and the Women’s Skills Workshop (South. Birmingham College) 

Inform ation, Advice & Guidance 
(IAG) package was developed, 
piloted and produced for the 
Development Partnership by 
Bournville College.  This package 
focused its IAG upon non gender 
traditional working options for 
women.   
 
The materials for the development 
were drawn from a range of 
sources, including from a 
programme developed by an Equal 
Partner, Igualem / Igualada Town 
Council .  The package was trialled 
with women attending a Children’s 
Centre at Allanscroft, Kings Heath 
and was amended and re-trialled 
following analysis and evaluation.  
 
The completed package is now 
available in bound format at every 
Children’s Centre and available for 
download on the Website.  This has 
been shared with the transnational 
partners.�
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Evidence that Children’s Centres have been 
equipped with standard IAG information comes 
through the development of an IAG Package which 
encourages women to consider non-traditional 
careers.  In addition, in co-operation with the 
Connexions Service, funding was made available for 
an IAG worker to upkeep ILR information specifically 
for women. New information giving leaflets, 
containing website addresses for individual access, 
produced and distributed 

Training packages, research documents and IAG 
materials have been circulated to all Children’s 
Centres in Birmingham and made available on the 
internet for wider distribution. 

 

3.2.2: Objective 2: To work with employers to count er job segregation and 
gender pay inequalities (Appendix 3) 
 

 
One respondent commented that the Employer 
Sub Group worked with employers to expand 
gender imbalance within certain industries and 
occupations. They did not attempt to steer or 
direct policies within individual organisations but, 
by the identification of good practices, clearly 
researched and affirmed, attempted a more 
strategic approach to change within sectors and 
vocations. 

During Action 1, the DP held initial discussions 
with local employers and their representatives 
about identifying recruitment and HR practices 
that could potentially discriminate against 
women .  In February 2007, employers that 
demonstrated good practice in the recruitment of 
women in non gender traditional roles were 
invited to submit their details to the Birmingham 
Best Business Awards for the Development of a 
Work Life Balance competition.  The Award was 
funded by the Wings Transnational Partnership 
and celebrated the work of local employers in 
implementing work life balance strategies and 
policies.  It is anticipated that the Award will run 
for the next five years.  The first successful 
winner was Teamworks Karting. 

 

There is evidence that accredited training 
programmes have been developed and delivered 
to support women accessing higher paid jobs in 

Mini BICCS (Birmingham Inner-
City Sports Coaching)  is a 
women-only programme developed 
by Pertemps People Development 
Group with Agender, Sports 
Pathways and Sporting Equals.  

There were more than 40 applicants 
from deprived areas of Birmingham 
for 15 places on the course that 
lasted for 6 months.  The 
beneficiaries worked alongside 
qualified and competent staff to 
gain work experience.   

The students had to gain three 
National Governing Body Awards to 
qualify them to teach specific 
sports. During their training, these 
students attended a dissemination 
event in a prestigious venue in 
Birmingham City Centre, were 
enthusiastic and well motivated, 
and were keen to share their 
experiences with delegates.  �

‘I studied gender issues as part of a 
Masters programme but this 
development has allowed me to put 
my knowledge into practice.  I was 
shocked to see obvious gender 
differences.  It has been very useful 
from both an academic as well as a 
practitioner’s point of view.’ 

�
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growth industries (activity 2).  The Women’s Programme was accredited through OCN at level 
1 and 2 and was designed specifically for women to consider non gender traditional work 
patterns.  It was written and accredited through the Open College Network at both levels 1 
and 2.  This was trialled in Allenscroft Children’s Centre and the final package made available 
to all Children’s Centres, and to a wider audience through the Agender Website, WINGS 
website and Equal-Works website. 

 

Mini BICCS made use of three qualifications to prepare their learners for accessing higher 
paid jobs in the sports industry.  The Fork lift Truck Driving initiative was not a course 
accredited specifically for Agender, but was a course developed specifically for women 
recruited through Children’s Centres.  The course works towards the Fork Lift Truck Licence 
and additional help is provided in interview techniques and CV preparation and job matching. 

 

The partnership responsible for Film School 1 and 2, following full evaluation of the 
programme, is working on producing an accredited course which can be delivered across 
Birmingham and mainstreamed for funded delivery.   Girlz for Graft, delivered through ENTA, 
engaged 18 women from Children’s Centres, on Woodwork, ICT, Recycling or Horticulture 
courses.  Each of these 30 hour courses led to a City and Guild qualification and women were 
supported through funded childcare and then job searching at the end of the course.  In June 
2006, Jericho Community Business ran four taster sessions focusing on encouraging women 
to enter the field of repairs and maintenance.  This was targeted at women from Children’s 
Centres.  The taster sessions were evaluated and career pathways identified, for further 
research. 

 
Activity 3 related to the investigation of gender stereotyping and non traditional working 
patterns.  The project commissioned a new qualification to be designed, developed and 
implemented related to women undertaking non traditional roles in the future and encouraging 
women to consider these vocations as possible career choices.  The researcher worked with 
a pilot group of women in order to identify the most appropriate unit modularisation prior to 
taking it to the examining body.  It was decided to gain accreditation at two levels, one and 
two, rather than focusing upon only one.  This would give future beneficiaries the opportunity 
to undertake more of a critical analysis personal to themselves rather than simply giving 
active consideration to potential opportunities.  The qualification was then registered as 
‘freeware’ with the Open College Network as a ‘NOCN’ qualification on an open shelf basis so 
that it could be utilised by any interested parties and women’s groups.  The qualification 
details are also available on the Agender Website and can be drawn down by individuals or 
training groups.  Fact finding leaflets and direction to specific sites were produced through the 
funded post (connexions) of an IAG worker to focus upon ILR.   

 

Activity 4 identifies research into women’s career 
decision making - self-employment choices and the 
study of ethnic minority and lone parents in 
deprived wards.  Tenders for research were 
circulated to interested parties and successful 
applicants produced valuable research papers, 
made available for reference by all partners and 
interested ‘others’.  Research papers were made 
available to a wider audience through the Agender 

‘In the past women have had very 
limited opportunity for IAG or didn’t 

know where to get it’ 
 

Outreach IAG worker –  
Children’s Centre�
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website, Equal Works website and the transnational 
WINGS Gender Living Library.  These include Lone 
and Teenage Parent Review; Review of Gender 
Research; Diversity & Difference; and,  Women 
Currently Working in Traditionally Male Vocations. 
 
The research project undertaken, which compiled 
previous research and documentation relating to 
women and work, has been affirmed by the Learning 
and Skills Council Birmingham and Solihull who are 
using the recommendations of the report to inform 
their training opportunities for women in the Region. 
 
Action 6 was concerned with non-traditional self-
employment routes.  This is evidenced through 
Enterprise programmes delivered through South 
Birmingham College.  Anne Simper (2007) made a 
comparison of the enterprise programme with a similar 
one facilitated through Adjust the Balance (EQUAL) 
and identified key recommendations to maximise the 
number of women entering self-employment as: 

 
·  Face to face outreach maximises beneficiary 

enrolment 
·  Provision of an individually tailored 

programme delivered by people who have 
experience of self employment or employment 

·  A support network of self employed women 
·  On-going feedback to ensure the programme 

meets the beneficiaries needs within the framework of the programme 
·  Programme must reflect the geographical and socio-economic nature of the area. 

 
Activity 8 identified the compilation of case studies to provide positive role models for IAG.  
Many of these were provided through a researcher from Birmingham City University (formally 
University of Central England) and published in the final report ‘Soft Indicators of Distance 
Travelled’ (Carey, 2007).  The case studies captured the stories of beneficiaries and the 
‘distance’ they travelled during their encounter with elements of Agender. In addition, the 
learning from a range of projects was analysed together with key themes of empowerment, 
role modelling to children, confidence building, motivation and opportunities to leave their 
children and begin to consider their own careers and potential working life. Carey (2007) 
developed several case studies from a range of Agender projects including Horticulture, Film 
School,  Sports Coaching, Housing (Construction), Forklift Truck Driving, and men into 
Childcare. 
 
The quality assurance mechanism of all materials produced (action 9) was facilitated through 
B:RAP who were contracted to work with Agender to ‘develop and support an integrated, 
consistent and progression approach to equalities issues as articulated by the EQUAL 
themes and philosophy’.  The main focus of their work was collaborating with the 
Development Partnership Leads to: 
 
 

‘The purpose of the review is to 
gain an overall picture of the 
learning provision and support 
available to lone and teenage 
parents in general, and to focus on 
two specific geographical areas 
where there are high numbers of 
lone and / or teenage parents.’  
 
‘It also seeks to highlight barriers to 
engaging young and lone parents in 
education, training and employment 
and to show examples of how these 
barriers have been tackled and 
overcome.’ 
 
‘The review is based on examining 
the input of the range of agencies 
involved in interacting with these 
client groups, including education 
and training providers, Job Centre 
Plus, Connexions, information 
providers, community based 
organisations, and childcare 
providers.’ 
 

Lone and Teenage Parent Review - 
Birmingham and Solihull, April 2006 
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a) Develop the cross partnership Equal Opportunity Policy and implementation strategy 
b) Design and facilitate a series of relevant equalities-focused workshops to support 

deeper understanding of progressive equalities practice and outcomes and to enable 
cross partnership sharing of existing good practice.   

c) Research equalities policy, legislation, statistics and evidence relevant to the local 
context of each partnership 

d) Assist the Agender DP  in empowering beneficiaries to influence the programme 
design and delivery 
 
 

Three specific research reports were commissioned which focused upon women, work and 
non traditional career pathways. 
 
The first report ‘Review of Gender Research’, (March 2006) was an academic analysis of 
previous research undertaken.  Its purpose was to review gender research that has already 
been produced in order to extract the gender impact on employability and economic 
regeneration activities.  The research set out to achieve this aim by identifying relevant 
gender publications, consider their purpose, the use to which the evidence and conclusions 
were directed, and a fully analyse areas of commonality.  The report aimed to act as an 
archive of appropriate research topics, both paper based and on line, which would be 
accessible by any interested parties and so avoid time wasting by organisations working with 
women. 
 
Conclusions from this report indicated that gender inequality in employment is an issue that 
needs to be tackled by Government.  To be successful, a national strategy has to be linked to 
key economic and skills strategies. 
 
The second report, Diversity and Difference (June 2007) followed a case study approach 
where women from a diverse range of backgrounds were interviewed to discuss their lives, 
their aspirations for employment and their thoughts upon employment in non gender 
traditional vocations.  The women were encouraged to consider the social and economic 
situation of women in employment and to identify where they thought that they fitted into the 
structure.  It is hoped the experiences, attitudes and expectations of the women participating 
in this research will influence employment policies and related support requirements.  Twenty 
one women from nine ethnic backgrounds were interviewed and evocative responses led to 
interesting and informative reflection of findings. 
 
The third, and final report, focused upon telling the story of thirty women who were already 
working in occupations that have traditionally been performed by men.  From these 
occupational case studies, it was possible to identify the barriers faced by women working in 
these fields and the strategies that they have identified to cope with the issues and problems 
that they have personally encountered.  Findings were structured into definable conclusions 
and recommendations which were supported by interview case studies of ten equal 
opportunities employers. 
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3.2.3:  Objective 3:  To develop new career pathway s into non-traditional 
careers, (Appendix 3) 

 
A ‘Think Tank Day’ was held in June 2005 with all interested agencies, organisations and 
individuals invited to attend. The Chairs of all of the Sub Groups gave explanations of the aim 
of the groups and everyone was invited to join as members.  Some organisations joined and 
others asked to be kept in the loop.  Minutes and all information were sent to everyone who 
attended Think Tank plus others who later expressed an interest.  All interested parties were 
sent minutes of meetings and kept informed of developments throughout the life of Agender 
even if they had not been active members of any of the groups.  No one was excluded from 
giving opinions or ideas relating to future developments. 

 
Sub Group formulated plans for meeting objectives 
and acted as a capacity building forum for smaller 
agencies.  All minutes and information were made 
freely available on the web site. 
 
One of the activities (2) was to develop a series of 
“women into….” Courses with FE that aim to 
support women into non-traditional careers, linked 
to local employers.  Evidence of this can be seen 
through, for example, the Film School and 

Construction courses.  The BBC worked in partnership during the development and delivery 
of Film School as they were interested in increasing their diversity.  ‘Women into Construction’ 
course was delivered by the Family Housing Association who identified this as a successful 
model which could be generalised to other groups, such as refugees.  Funding is now been 
sought to embed and sustain this model.  The ‘Barrier Breaks’ Construction Tasters, run by 
Jericho Community, identified ideas for approaches to facilitating the access of women into 
construction and identified that they want to ensure that 50% of the workforce in its repair and 
social enterprise are women.   

  
Activity 3 was concerned with implementing and testing proposals for innovative career 
pathways.  The application of this can be evidenced through such activities as Women into 
Construction, Barrier Breaks, Fork Lift Truck programme, Horticulture and Girls 4 Graft. 
 
Activity 4 required the development of links to training with relevant employers. All Chairs of 
Sub Groups, including Training and Employer met at Core Group meetings and debated links 
between activities undertaken by specific sub groups.  Core Group pulled together concepts 
and translated them into joint activities e.g. dissemination of training activities to employers. 
 
Pertemps utilised employer links, e.g. BBC interested in increasing diversity, Family Housing 
keen to try out new models and are now piloting ideas with other groups.  Employer Group 
was a catalyst for bringing together employers with similar ideas and capacity to expand and 
diversify their workforce. 
 

The Research Project undertaken by Training Sub Group included input from 10 employers 
who were encouraged to submit their organisations to the new Employer Award for gender 
equalities 

 

‘I found that gender issues are very 
complex in the areas we went into 
and IAG workers can work through 
these issues if there is sufficient time 
to do this.’ 

Respondent 2007 
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Activity was concerned with the development of 
accredited training programmes for women to 
become qualified and employable in non gender 
traditional areas e.g. engineering, scientific, media 
production and construction work.  The Women’s 
Training Programme was designed specifically for 
women to consider non gender traditional work 
patterns.  It was written and accredited through the 
Open College Network at both levels 1 and 2.  
Other programmes developed and delivered 
include Fork Lift Truck Driving, Mini BICCs and 
Film School 1 and 2. 

 

A ‘Women into Enterprise’ course was developed 
as an Employment Skills Workshops at Dell 
Meadow led by south Birmingham College.  A 
comparative report was produced for this project. 

 
One activity identified assisting 3 new potential women’s enterprises to link to further support.  
In Women into Construction  programme, by the end, 9 out of 10 participants had gained 
their Construction Skills Certificate Scheme accreditation, essential to enable them to work on 
a construction site.  Five of the women involved went into employment in the maintenance 
field, 2 with Family Housing and 2 with their subcontractors.  Another 4 have enrolled on the 
NOCN Level 2 General Property Maintenance course.  Through the Horticulture 
Programme , women were supported to consider the vocation as a career choice and were 
directed towards employment opportunities through action planning and goal setting.  
Employers were invited to attend teaching sessions and explain opportunities.  The Jericho 
Construction Tasters  were held with a view to developing new career pathways to ensure a 
50% female representation in their repair and maintenance social enterprise division. 

 

Each Project was required to produce a 2000 word evaluation including development and 
delivery, findings, conclusions and recommendations.  Many of these can be found on the 
Equal Agender website, Equal Works Website and WINGS Gender Living Library. 

 
The Agender Project commissioned a bespoke Labour Market Information Officer from the 
Connexions Service to produce higher quality labour market information to partners and to 
organisations working with people seeking employment.  This information was based upon 
identified employer needs and the demands of the changing demographics of the West 
Midlands Region.  Copies of the monthly newsletter ‘Focus on the Labour Market’ c an be 
found on the equal-agender.net website (July 2005 – November 2006) 
 
 
Objective 4: Develop a marketing strategy to attrac t men in care occupations.  
 
A helpline was established with a dedicated team member to co-ordinate a Men into 
Childcare Project.  The Childcare Information Bureau was able to use their database of men 
interested in childcare to put forward men who matched the criteria.  The dedicated worker 
was able to offer support to existing male workers in the sector and, in particular, help and 
support qualified workers to find jobs. CCIB were confident that the project would help to 
increase the number of men working and entering the childcare field, leading to children being 

‘Film -School  (1 and 2) recruited 
through information and taster 
sessions delivered in Children’s 
Centre.  Film-School was designed 
as a 4 week course, followed by 
Voluntary work opportunities in a 
variety of media settings.  Key 
employers involved included the 
BBC, Screen Media Lab and UCE 
and they were keen to explore ways 
of achieving a diverse workforce.’  
 

Film School  
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presented with positive role models from both genders working in a rewarding, fulfilling and 
fun profession. 
 
The outreach support worker for the Men into Childcare project started work in April 2007.  He 
was able to market the project by creating information leaflets and posters.  In July 2007 the 
Childcare Recruitment Team held their annual opportunities event at the Council House in 
Birmingham.  Over 30 men enquired about a career in childcare and 8 signed up immediately 
for an Introduction to Play Work course which was delivered in August 2007.  The partnership 
also ran an Introduction to Childcare course, in co-operation with Greet Children’s Centre, 
complete with work placements, which delivered in July 2007. 

3.3: Action Three Objectives 

3.3.1: Objective 1:  Developing support centres tha t offer support to women 

Several events have taken place to share good practice including: 

 
·  Moving forward Event 26th November 2007 
·  Social footprints Event 11th December 2007 
·  Equal Works final Event 10-11th September 2007 
·  Connexions Next step  providing IAG within children Centres 
·  Toolkits to various Children Centres 

 
In addition, literature has been produced to highlight good practice and implementation.  
Evidence of the literature can be found on the Equal Agender website, Equal Works website 
and the WINGS Gender Living Library (for sharing with a European Audience).  There have 
been research reports produced including Diversity and Difference, Research into women 
currently working in traditional male vocations, Lone and Teenage Parents and Review of 
Gender Research.  A report on the Soft Indicators of Distance Travelled has been published 
and includes case studies. Policy Reports from Birmingham University have been produced 
and a DVD of good practice has been produced for Employers and promotes non-gender 
traditional roles.  The film features 6 local employers, of varying sizes.  This DVD has not yet 
been distributed and plans to launch it at a breakfast event at the Chamber of Commerce, or 
shown on screens of local commuter trains, have been delayed. 
 
The website (http://www.equal-agender.net) was first created in August 2006 and has been 
regularly updated to publicise the on-going developments and make the packages, project 
reports and news items available to the wider community locally, nationally and 
internationally.  This has been marketed through newsletters, and other marketing materials 
within the project. 
 
There is evidence to demonstrate that recommendations have been made to policy makers 
through the accountable body (LSC) based on the learning from all 4 Equal Projects. Links to 
the EU Commission and European Partners to share experience, good practice and findings 
have been formalised through two main events which are: 
 
1. West Midlands in Europe – 5/6/07 -held an exhibition and reception of West Midlands 

ESF EQUAL Mainstreaming Group – a consortium of 7 Equal projects. The exhibition 
showcased the results of 7 different EQUAL projects and highlighted the importance of 
transnational activity in the ESF Operational Programmes 2007-2013. 
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2. Lisbon: Connecting Policy with Practice conference – held at WMIE offices, Brussels – 

7/11/07. Reception to highlight work of 17 EQUAL transnational partnerships across 9 
countries and showcase their positive contribution to Lisbon objectives and European 
Employment Guidelines. The conference offered an interactive showcase area and 
networking opportunity, together with a perspective on the importance of transnational 
priorities in the new ESF programmes 2007-2013. 

 
3.3.2: Objective 2: To have an impact on employment  of women in non gender 
traditional roles and share resources and good prac tice developed to support 
the employment of women.   

 

During Action 1, the DP held initial discussions with 
local employers and their representatives about 
identifying recruitment and HR practices that could 
potentially discriminate against women .  In 
February 2007, employers that demonstrated good 
practice in the recruitment of women in non gender 
traditional roles were invited to submit their details to 
the Birmingham Best Business Awards for the 
Development of Work Life Balance competition.  The 
Award was funded by the Wings Transnational 
Partnership and celebrated the work of local 
employers in implementing work life balance 
strategies and policies.  It is anticipated that the 
Award will run for the next five years.  The first 
successful winner was Teamworks Karting. 

There is evidence, through the website and 
dissemination events, of the distribution of developed 
resources to employers, providers and other 
stakeholders. The form the resources have taken 
includes research reports, training packages, DVDs, 
information leaflets, posters and other publicity 
materials. 

 

As in Objective 1, links in to EU Commission and European Partners to share experience, 
good practice and findings from work with Employers was evidenced through:  West 
Midlands in Europe event (5/6/07) and the Lisbon: Connecting Policy with Practice  
conference – held at WMIE offices, Brussels (7/11/07)  
 

3.3.3: Objective 3: To share good practice and expe rience of Agender pilot 
non gender traditional training programmes and enco urage mainstreaming of 
programmes developed.  

 
Several events have taken place to facilitate the sharing of good practice and marketing tools.  
These include the ‘Agender Showcase’ Event in October 2006, the ‘Social Footprints 
Symposium’ in December 2006, and the ‘You Can Too’ Event March 2007 (action 1) 

B’ham City Council engaged 
Inlogov at Birmingham University 
to examine the work of the 
transnational partnership and link 
it to both the EU Employment 
Guidelines and Lisbon Objectives.  
 
This piece of evaluative work 
measured the impact of the 
transnational partnership on 
these objectives. The reports 
focused on 8 of the 24 Lisbon 
guidelines and 11 case studies 
were crystallized to illustrate the 
response of Wings .  16 policy 
recommendations were put 
forward for the partnership. (See 
Wings Final Report) 

�



Agender Final Evaluation    
 

17  

 

 
Reports and case study research were sent to policy makers, e.g. councillors, MEPs, 
organisations and agencies and to all Children’s Centres. All information is available on the 
Equal Agender website, the Equal Works website and WINGS gender Living Library. 

 

3.3.4: Objective 4: Share effectiveness of marketin g strategy in attracting men into 
childcare.  
 
Work was undertaken through contracting with a speacialist within this area.  Birmingham City 
Council Childcare Bureau enhanced their existing services to increase the recruitment of men 
into the  childcare profession and, as a result, employed a Male worker to promote the service 
further.  The success of this marketing strategy has led to its inclusion within the mainstream 
marketing plannning strategies of the Childcare Bureau and it is anticipated that this will raise, 
not only the profile, but the actual recruitment of men into childcare in the future. 
 
 
3.4:   WINGs Transnational Partnership 
 
The Wings transnational partnership was a key aspect of the Agender programme’s activities.  
One of the principal mechanisms for transnational co-operation was thematically focused 
workshops.  These demonstrated WINGS’ progress in developing some innovative 
transnational products and joint working initiatives. 
 
There were four thematic groups in the WINGS partnership and these are detailed below.  
The various products from the workshops and initiatives discussed have been completed and 
included: 
 

·  Comparative Studies – a ‘living library’ with various categories holding non-published 
resources and research into gender inequalities 

·  Women in Non-Traditional Employment – a transnational DVD capturing the 
experiences of women pursuing non-traditional forms of employment 

·  Working with Employers – the creation of a separate DVD capturing companies’ good 
practice in gender equality.  An Agender sponsored Award for the promotion of Non 
Gender Employment and the Best business Award for Work Life Balance 

·  Provision of Service for Women – a challenging stereotype booklet showcasing good 
practice in services supporting women in the labour market 

 
There were workshops held in Birmingham in October 2005, Recklinghausen, Germany, in 
April 2006, Milan in September 2006 and Manresa, Catalonia in March 2007.  The workshops 
facilitated joint development initiatives and the development of a mainstreaming and 
dissemination plan to showcase achievements. 
 
Each WINGS partner hosted a study visit in their local area, the purpose of which was to give 
partners a unique opportunity to gain first-hand knowledge about the initiatives undertaken in 
each region to encourage women into non traditional areas of work.  Study visits to Manresa 
in October 2005 and Birmingham in June 2006 provided delegates with an insight into the 
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individual programmes being tested in each country and gave them many ideas to take back 
to their own workplaces. 
 
Agender attended its penultimate study visit to the Emscher-Lippe region in Germany in 
November 2006.  The visit gave participants first hand knowledge about the initiatives 
undertaken in the area to provide job ready college leavers and encourage women into non 
traditional areas of work.  Delegates learned about the on line academy which encourages 
women to continue learning whilst having a career break.  This activity greatly assisted the 
women’s re-entry into the chemical industry. 
 
A final study visit to Cagliari, Sardinia took place in May 2007.  Participants visited: 

 Ifold Training Centre for Women promoting non traditional employment 

 A female entrepreneurship observatory at the Regional Agency for Employment 

 Baby Park workplace nursery at Tiscali 

 Polaris Sardinian Technology Park 
 
It was the role of the WINGS Mainstreaming Steering Group to ensure that the products from 
the WINGS transnational partnership were widely disseminated and used by organisations in 
the UK and across Europe.  As part of this strategy, Agender took part in the West Midlands 
Equal ESF Mainstreaming Group Evening Reception in Brussels.  The event was attended by 
the European Commission, DWP and other UK representatives in Europe.  MEP Liz Lynne 
made the keynote speech and offered valuable support to the objectives of EQUAL in the 
West Midlands.  The evening reception followed a very successful two days exhibiting 
Agender’s findings at Employment Week, where several excellent links were made and many 
of the project’s findings were discussed and disseminated.  Employment Week was attended 
by delegates from across the European Union. 
 
There was a final policy showcasing event in Brussels on 7th November 2007.  This 
showcased the achievements and policy conclusions of all four LSC EQUAL Projects to high 
level representation from all nine participating member states.  The event was very successful 
and allowed the EQUAL family to discuss and promote their findings to a European audience.  
The policy work by INLOGOV identified eight emerging themes arising from the work 
undertaken by the four transnational partnerships.  INLOGOV links work being done 
transnationally to key EU employment guidelines and the Lisbon objectives. 
 
Learning from the transnational element of EQUAL should influence understanding of 
different communities and processes of working and the policy papers were designed to 
contribute to that process.  They will form the backbone of the key messages emerging from 
the transnational work programme that aims to influence policy at a local, national and EU 
level and during the mainstreaming and dissemination phase.  The final report from 
INLOGOV was published in autumn 2007 and made several conclusions which included: 
 

 To maximise the potential to break down barriers to non traditional employment, 
policy makers should recognise on occasion the need for women only initiatives, 
acknowledge that easy access to childcare remains a priority, design special 
programmes to help women to break into traditional male preserves.  They should 
also support men working in sectors traditionally dominated by women and 
recognises that further barriers to women’s engagement in work can occur after 
successful training 
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 Most of the successful initiatives have arisen from close collaboration with employers. 
Companies need to be continuously encouraged and celebrated for employing 
females within their staff, especially in the non traditional sector, in the form of 
initiatives/incentives 

 Work has to be undertaken to address the glass ceilings that women hit within 
organisations – in terms of pay, employment contract and seniority 

 Policy makers should recognise the potential for self employment. With women this 
means taking careful account of the need to tailor initiatives to fit in with potential 
domestic and caring responsibilities 

 Start up funds should also be made more readily available to women in order to 
encourage the trend of creative self employment. The pre-requisite is that a robust 
business plan is firstly developed and presented 

 Network groups need to be promoted more within the field of gender equality. This 
currently needs strengthening both in practice and in policy. Women should be 
enabled to self organise so they can cater to their own priorities in their own way. This 
way both practice and policy will be influenced from the ground. 

 
 

4:  Discussion 

4.1: Development Partnership 

The structures put in place were to build networks and take forward good practices.  It was 
reported that it was difficult to recruit onto the DP once it had been agreed as this was a 
formal process. However, the DP was of a high standard and quality and ensured the success 
of Agender.  It represented a real cross section of individuals and organisations. 
 
There were no barriers to effective partner working as the partnership was a strong one and 
everyone worked as a team.  Leadership was seen as very important and a change of project 
coordinator part-way through could have had negative consequences.  However, because the 
partnerships, through the sub-group system, were strong and working well, the change in 
management had less of an impact.   One respondent said ‘We did a lot of on-going 
motivating ourselves; it was a ‘fluke’ that we all got on across the whole programme.  There 
were lots of strong people involved who made it work.’ 
 
Several respondents commented on the systems in operation that had an impact on the 
project.  Because the LSC was the accountable body and their systems were used within the 
programme framework, there was a ‘tension’ identified between contracts and trying to 
progress the work of Agender.  These potentially created barriers to people getting involved, 
getting started and ‘innovation’.  However, having the LSC co-ordinator based within the lead 
partner organisation helped to reduce tensions and, reportedly, ‘worked very well’.  
  
The need for specific projects was identified to meet the objectives of Agender.  The call for 
projects was aligned to the objectives. Developments were monitored through the Core Group 
and the Mainstreaming Group and monitored at the LSC through their quality systems. 
  
Issues were identified through project research and individual trainees gained through their 
training and learning and gaining employment.  DP partners educated each other through 
Core Group Debate and sharing mechanisms established for the project. 
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The development of the Agender programme has been highly successful in terms of activities 
undertaken, partnership working, meeting its objectives and goals and has had a major 
impact locally, nationally (through the national partners) and transnationally.  It has allowed 
European partners to take forward the good practices identified through Agender.  David 
Cragg of the LSC has taken forward the social cohesion elements of Agender and 
incorporated them into the LSC’s vision and into worklessness, up skilling, training and 
employment and community development agendas. These outcomes will have an impact and 
will continue after the lifetime of Agender. 
  
A network of individuals and separate organisations and agencies were brought together who 
would not have worked in partnership together without Agender.  The sub group system was 
able to bring specialisms and vocational expertise into the project and this was then shared 
across all partners, Children’s Centres and associated agencies.  The partnership was a real 
strength of Agender.  

 
Was the development management supportive?  Respondents to the Questionnaire were 
asked if they felt the project management had been supportive.   On the whole, respondents 
felt the management had been helpful e.g. ‘I could contact anyone at any time and get help, 
support and access to resources’, ‘encouraging, available when required, interested etc.,’ ‘.. 
they have been efficient and responsive – thanks’.  There were some concerns including, ‘I 
found the finance forms a bit difficult to fill in and had to get some help from the LSC’ and a 
complaint about the ‘late arrival of delivery contracts’. 
 

4.2: Empowerment : 

100% of the respondents reported that beneficiaries 
found that many of the programmes developed and 
delivered were undoubtedly ‘empowering’. 
Individuals from vulnerable groups were given 
options, choices and flexibility.  Women were able 
to identify their strengths and demonstrate, to 
themselves and others, their capacity for personal 
development; some activities leading to real jobs 
and / or good career opportunities.  Agender 
partners reached individuals and groups by going 
out to communities and working at times convenient 
to individuals e.g. within school hours.   

One respondent reported that ‘Women have been 
able to access Information, Advice and Guidance and 
have been able to discuss their needs, in a place that 
is safe, and where women congregate’.  This 
respondent went on to say that they went to places 
where they would be most ‘visible’ and / or accessible 
e.g. playgroups and into lessons. It was felt, however, 
that women needed a longer lead-in period than was 
available to start to think about non-traditional jobs 
and to build up a relationship with the IAG worker. 
This was reflected by another respondent who felt 

‘All participants reported that they 
had more confidence and self 
esteem as a result of the programme 
and this was due to identifying their 
strengths but also down to the group 
feedback and support.’ 

Respondent 2007 
 

‘All participants were enthused by 
realising that they had so many skills 
which could be applied to a range of 
work that they had never before 
considered and, indeed, to work that 
they wanted to enter.’ 

Respondent 2007 
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that women in her area need more preparation 
before considering work in non-traditional jobs and 
needed more one-to-one opportunities to encourage 
them to move forward.  Funding within the later 
project didn’t allow for this, and this should be 
considered under ‘lessons learned’. 

Where there is evidence to suggest that individuals 
were empowered through the Agender projects, one 
respondent reported that it hadn’t empowered 
‘communities’.    Can this be challenged?   Agender 
has focused on Children’s Centres’ and has enabled 
these to access services that empower women 
through a network of partners and services that may 

not have focused outwards into the community.  In doing so, this has challenged 
preconceived ideas about women and work. For example, one respondent reported that she 
had problems getting into one centre because the manager said that the women attending the 
centre were carers and not ready for work.  This attitude reduces the choices their users 
have, and the opportunity to be ‘empowered’.  Because Agender were successful in several 
Children’s Centres this has tested a model which empowers communities, and creates a 
community in which women can progress into economically sustainable employment and/or 
training. 

 

4.3: Innovation: 

Respondents gave a mixed response to the 
question of innovation, but responses were focused 
on different levels. It was recognised that the whole 
concept of Agender was innovative as it was 
supporting women to consider new career vocations 
in sectors traditionally identified as being male 
dominated. Context of delivery was seen as 
innovative. Focusing on Children’s Centres and 
taking services out to these centres was seen as 
innovative. One respondent commented that she 
had taken IAG out to where the women were and 

‘IAG is not new to the college but 
the focus on non-traditional 
employment is.  In addition, trying 
out new ways of enabling people to 
focus on different employment has 
helped to change attitudes and 
perceptions of those involved in the 
project.’ 

Respondent 2007 

�

‘The impact on the beneficiaries 
was astounding, from engagement 
through the process of learning and 
the progression.  The women have 
become more confident, motivated 
and have experienced learning in a 
non-traditional area, many of the 
women have progressed either into 
training or jobs.’ 

Responde nt 2007 

‘The programme looked particularly at overcoming barriers to entering non-traditional work 
for women preparing to re-enter the work place.    This has been paired with confidence 
building, helping people to see what skills they have gained from working in the home and 
raising children and then matching these skills to those used in traditional male occupations 
e.g. plumbing, electrician, painter and decorator.’ 

Respondent 2007. 
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‘have been into lessons and playgroups or just set up in the centre for people to come to me’.  

On another level, partnerships were formed between organisations that would not have 
necessarily worked together before. For example, one respondent wrote ‘Opportunities 
presented themselves to Companies that were open to new ideas and had the time and 
capacity to become engaged in these.  Some business partners came together because of 
the project developments and wouldn’t necessarily come together for any other reason’.  
While engaging Companies was successful in some quarters, engaging employers in other 
areas was not.  One respondent reported that they had been unsuccessful in engaging 
employers and, although this had been disappointing, it added to the ‘lessons learned’.   

One respondent felt that they had been ‘too innovative’ for the local community and reported ‘I 
don’t think that women in this area had considered working in a non-traditional career or self 
employment.  There is a high level of unemployment in this area so encouraging women back 
into any employment is very difficult.’ However, this was counter-balanced by projects that 
reported successes in enabling women to look at their current skills and mapping these to 
non-traditional employment, in providing opportunities to ‘taste’ non-traditional jobs, and in 
enabling training opportunities that funding had previously made impossible for some 
organisations to provide.  One respondent wrote ‘Agender has given ENTA the opportunity to 
engage with learners who we would usually find challenging to meet the needs of because of 
the constraints in main stream funding.  It has enabled us to offer to the users an attractive 
package of tailor-made learning’. 

Another example of innovation was the Washwood Heath Film School where women were 
empowered to make and direct their own films.  The success of this project was ascertained 
by the positive final evaluations of the participants who recognised their, hitherto unidentified, 
skills potential as they designed, developed and produced completed film to professional 
standards.  Having taken part in activities that they would never have dreamed that they were 
capable of, these women all stated that they were now empowered to consider employment in 
non traditional vocations and to compete, equally with men, within the labour market. 

 

4.4: Mainstreaming: 

Agender deliberately encouraged sustainability of its products.  Activities can be bolted on to 
existing services and opportunities and adapted for their needs and the needs of the 
communities they serve.  The process was seen as an educational one but all partners have 
been able to embed and mainstream their learning  within their organisations. This is 
evidenced in comments from respondents such as:  

·  ‘We have been made aware that these (gender) issues are very relevant and we can’t 
take for granted that people feel that they have got options open to them.’ 

·  ‘Hopefully we are doing this work anyway.  We help students to explore any ideas 
and will challenge them when choosing traditional work.  The values are embedded 
within the organisation.’ 

·  ‘We now understand significantly more about women’s enterprise support than when 
we began the project.’ 
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·  The report has enabled us to confirm our theories on our provision. 

·  There are still a lot of women being 
channelled into female occupations but I 
have been able to go back to colleagues 
and raise these issues. 

‘Women into Construction’ programme is a positive 
example of mainstreaming an Agender piloted 
model.  The model has been accepted by Family 
Housing and is now being considered in terms of 
how it can be funded and how it will work with other 
groups e.g. refugees. 

The Employer DVD demonstrates good practice and has been produced to promote non-
gender traditional roles in mainstream organisations.  The film features six local employers, of 
varying sizes. It has not been possible to quantify the impact of this on employers as the DVD 
has not yet been distributed, and this needs to be addressed with some urgency. 
 
Mainstreaming programmes has been made possible through creating packages that can be 
distributed on the internet, and in paper form, to organisations and individuals to use and 
adapt.  An example of this is the Women’s Programme, accredited through NOCN, where 

curriculum, scheme of work, handouts and teacher resources are packaged for anyone to 
use.  Similarly the Information, Advice & Guidance pack has guidance notes, resources and 
worksheets packaged for use in Children’s Centres or by Champions / IAG workers who want 
to encourage women into non-traditional employment. 
 
 
 
On another level, some respondents believe that the programmes developed are not 
sustainable because mainstream funding is not available.  One respondent wrote ‘I do not 
believe Agender to be sustainable in the realms of offering women flexible learning with 
childcare costs covered and delivered within the hours of school. I do not see how this can be 
met under mainstream funds.’ Another wrote ‘I do not noticeably see Agender sitting within 

‘I think that much more ground 
work had to be done to establish 
the need for work or careers in 

non-traditional areas.’ 
Respondent 2007 �

Mainstreaming Activity  
 

1. Bournville College  Women in to non-Traditional Employment OCN 
qualification  

2. Pertemps People  Development Group  Sports Coaching Programme: 
3. Family Housing   Direct Labour Housing Programme: 
4. Connexions IAG service to Children Centres: 
5. Film Acadamey : Film production training 
6. Birmingham City Council  Men into Childcare Programme: 
7. Pertemps People Development Group  Individual Advancement Programme: 
8. Agender Website : Will remain live for a limited period after Action 3 March 

2008 

�
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the delivery of the organisation as the current funding does not permit this to happen’.  
However, the lessons learned will affect how services are delivered by individuals as well as 
organisations even if specific programmes do not continue. 
 
The Equal Agender website has had a role to play in distributing the learning and making 
newly developed ‘tools’ available to individuals and communities in Birmingham and Solihull, 
nationally and internationally.  This has regularly been updated and provides access to project 
leaders, sub-group chairs and managers within Agender.  The availability of good practice 
examples, research, project reports and other ‘tools’ on the internet has the potential to 
influence gender issues within a range of organisations and at differing levels. 
 

4.5: Equal Opportunities: 

 

Equal is an initiative which tests and promotes new means of combating all forms of 
discrimination and inequalities in the labour market, both for those in work and for those 
seeking work.  The Equal Family (Agender, Adjust the Balance, Aspire, Engage) produced a 
bespoke Equality and Diversity Strategy which presented opportunities to recognise and 
celebrate differences, provide products and services that were responsive to differing needs 
and preferences and promoted a skilled and diverse workforce.  As an holistic Development 
Partnership, the Equal Family sought to influence the policy agenda of local, national and 
transnational partners in order to recognise and promote the importance of embracing 
equality and diversity issues.  The strategy was reviewed on a six monthly basis from the 
commencement of Action 2 to ensure that it was constantly updated and fit for purpose.  All 
Development Partnerships were required to identify six priority areas within their own project : 

* Leadership 

* Supporting Target Groups 

* Supporting Compliance 

* Working with Employers 

* Measuring Outcomes 

All the projects and products of Equal Agender have focused on countering job segregation 
and gender pay inequality.  This has been evident on several levels including politically, with 
employers, training providers, IAG opportunities and community provision.  Gender issues 
have been well researched, providing a good foundation on which to build good practice.  
Opportunities have been made available to pilot new models supporting equality practices 

The Employer Sub Group worked with employers to address gender imbalance within certain 
industries and occupations. They did not attempt to steer or direct policies within individual 
organisations but, by the identification of good practices, clearly researched and affirmed, 
attempted a more strategic approach to change within sectors and vocations. 
  
The research publication into Women currently undertaking Traditional Male Employment also 
included discussions and viewpoints from 10 employers.  These employers were able to 
identify their deliberate good practices which encouraged the participation of women within 
their vocational sectors. 
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B:rap were contracted by the Development Partnership to look at supporting the 
development of a unified Equal Opportunities Policy.  They delivered a number of 
workshops for partners which enabled them to reflect upon their policies and 
procedures and at specific legislative demands, such as the Gender Equality Duty, 
and how their organisations should implement the new legislation.  They assisted 
Agender to look at their evaluative processes to ensure that a focus is maintained 
upon equality of opportunities and upon the six priority areas identified in the Equal 
Equality and Diversity Strategy. 

 

4.6: Transnational co-operation:   

 

 

 

 
 
 

5:  Conclusions and Recommendations 

 
1. The Development Partnership  has worked well and efficiently with many 

respondents being very positive about the help and support received from both 
the Co-ordinator and the Administrator.  The placin g of the LSC representative 
(Agender Co-ordinator) and the Agender Administrato r with the lead partner 
was seen as a very positive and innovative move and  one that proved to be 
beneficial to the positive delivery and successful achievements of the Project. 

 
Recommendation  : This practice should continue for future projects 
 

2. The LSC process systems were seen as problematic by some providers and may 
have acted as a barrier to some, smaller, organisations participating in the project.  
This particularly related to the hold up of contracts when activity had to take place 
without a contract being in place.  The LSC Co-ordinator has explained that ‘LSC 
systems did not allow real Equal partnership relationships as all work had to be 
procured via contracting’.  Following reflection, both the LSC Co-ordinator and the 
Lead Partner have concluded that it would have been more effective and accessible if 
the LSC, or similar public organisation, had not been lead body as ‘the systems that 
they are bound by internally were often the biggest barrier to the project delivery’.  

 
Recommendation   : That Project lead bodies should be organisations that are not 
bound by internal administrative and financial syst ems leading to undue bureaucracy 
and rigid contractual compliance procedures. 
 

3. The LSC has provided support to organisations with administrative and 
documentary evidence requirements and this has been  of particular assistance 
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to smaller, voluntary organisations which do not ha ve experience in ESF 
evidence and audit paperwork trail demands. 

 
Recommendation :  That the practice of Project Administrators and Co -ordinators 
supporting smaller organisations with ESF paperwork  requirements is continued with 
future projects. 

4. The establishment of Sub Groups was identified as being effective and self 
motivating.  Chairs of each of the Sub Groups have facilitated the engagement of 
organisations which were ‘open’ to new developments and which were supported 
through capacity building to take an active part in Agender.  Organisations were able 
to work together in networks where there was, apparently, no common ground, e.g. 
within the Film School.  Through the Training Sub Group, partners of both large and 
small organisations, were able to link to produce ‘umbrella’ training bids which 
incorporated the skills and abilities of all of the partners and enabled them to 
participate through the supportive environment of the Sub Group. 

 
Recommendation :  That the process of establishing sub groups within  major projects 
is continued in the future to facilitate networking  and participation by a wide and 
diverse range of partner organisations. 
 

5. Agender has left a legacy of knowledge, new models of delivery and resource 
packages on which to build and develop future programmes.  The evaluation has 
identified evidence to support the learning for individuals, communities and 
organisations that has taken place directly due to the work undertaken by Agender.  
Innovation has been demonstrated by the reorganisation of service delivery that has 
now been mainstreamed within individual organisations and the new networks that 
have been established, e.g. The South Birmingham Women’s Network. 

 
Recommendation:  Project funding should always include ‘non target’  funding so that 
new methodologies and practices can be developed an d implemented to ensure a 
legacy of change. 
 

6. The Management of the Agender Project has been very transparent and open to the 
most rigorous scrutiny.  All decisions and debates were discussed at Core Group 
Meetings and the rationale for the decisions recorded.  All minutes were widely 
distributed and were freely available on the Agender website.  All project reports were 
also included on the website and access to the site was open to any interested party.  
The use of the website as a repository of all knowledge and information gained from 
the Project was seen as a positive legacy by all respondents to the evaluation. 

 
Recommendation:  Future Projects should be fully supported by an e- portal website 
which is not password protected and freely availabl e to all interested parties 
 
 
 
 
  The Equal Agender Project has acted as a ‘test bed’ of ideas, designs and developments.  
Most of the objectives have been achieved and, even more importantly, invaluable lessons 
have been learned from all aspects of the Project development and delivery especially when 
issues have arisen.  The Development Partnership of Agender, and the organisations and 
agencies working with it, have made a valuable contribution towards changing the attitudes of 
women in Birmingham and Solihull towards working in non traditional jobs.  Many of these 
changes are permanent ones which can be identified but others involve the hearts and minds 
of beneficiaries and these will have a lasting impact upon families, daughters and grand-
daughters long after the Project has concluded.  The lifetime of Agender has been relatively 
short and it is important that, to meet and address the Lisbon objectives of improving 
employability across Europe,  there is a long term commitment to progress by continuing to 
promote projects such as Equal that can lead to long term policy changes. 
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Appendix 1: EQUAL Agender Structure                                                                       
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Projects : 
 

o Men into childcare 

o Film School 2   

o DVD for employers 

o Family Housing Association 
Women into Construction 

 
o Agender Award 

 

Projects 
 

o Mini BICCS Female Sports 
Coaching  

o Forklift Truck Training 

o Women into Non-Traditional 
Employment Training 
Package 

o Women in Enterprise  

o Women into Non-Traditional 
Work 

o Community Horticulture 

o Information Advice & 
Guidance 

o Girls 4 Graft 
 
o Website  

o www.equal-agender.net 

TRANSNATIONAL 
LEAD 

SOFT INDICATORS 
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Women’s Network 
 

3 SUB-GROUPS 



Agender Final Evaluation    
 

29  

 

 
 
 
 

 
 
 
 
 
 

Appendix 2: Papers and products available on www.eq ual-agender.net ��

����������	
 � �����
�  

·  Birmingham & Solihull, (April 2006) Lone and Teenage Parent Review.  
·  Dilloway M.P., & Sylvester S, (2006)   Review of Gender Research  

o Database of References for the Gender Research  
·  Dilloway M.P., (2007) Diversity & Difference   
·  Dilloway M.P., (2007) Working in Non-Traditional Employment.  A Final report on the 

development of a Training Programme for women. 
·  Dilloway M.P., & Sylvester S.,(2007) Women Currently Working in Traditionally Male 

Vocations 
·  Simper A., (2007) A comparison of two Women's Enterprise Support Programmes run 

within the West Midlands under the Equal Projects, Agender and Adjust the Balance.��  

  
2:   �������������������	������  

·  Training Programme/Package:  Working in Non-Traditional Environments  
·  Women into Non-Traditional Employment: Advice & Guidance Package  

� 
��������	�������������
� 

·  Blomfield J., & Bokhari S., (Dec 2006) Equal Policy Report (2).  The Emerging 
Themes.   

·  Blomfield J., & Bokhari S., (Feb 2007) Equal 2 - WINGS Policy Paper (1).  
   

���� �����	
������
��
�

·  Boyd K., (2007)  Advice & Guidance  NLDC Research.  
·  Dearlove, J., (2007) ENTA - Fork Lift Truck Driving for Women Final Report   
·  Dilloway M.P., (2006)   Women into Horticulture Project   
·  DIlloway M.P., (2006) Report on the establishment of a Women's Services Network in 

South Birmingham.   
·  Dilloway M.P., (2007) Horticulture Project. Final Report  
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·  Dilloway M.P., (2007) Women into Non-Traditional Employment:  Advice & Guidance 
Pilot. A Final report on the development and piloting of an Advice & Guidance 
package for women.   

·  Hardwick C., (2007)  Women Only Sports Coaching Programme 2006/07: Final 
Report  

� ���������	
����  

·  DVD for Employers    

 ����������

��������	 ���!�

��"�#� ��$����
��� � ����	
����
�

������������������������������	����  
  

·  Individual editions from July 2005 to November 2006 
 

%�� $�! 
���
�

·  Core_Group_Minutes 
·  Children's Centre Sub-Group Minutes 
·  Employers_Sub-Group_Minutes 
·  Solihull Sub-Group 
·  Training Sub-Group Minutes 
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Appendix 3: Objectives Action 2 ��

Objective 1:  Developing support centres that offer  support to women 

Activity 1:   Development of engagement activity into non gender traditional training 
and employment through pilot Children and Family centres  

Activity 2:   Deliver new outreach activity through pilot children’s centres 
Development of new routes to hard to reach parents 

Activity 3:   Plan and deliver taster courses in non-gender  traditional employment 
through pilot children’s centres 

Activity 4:   Equipping Children’s Centres with standard Information, Advice and 
Guidance (IAG) information e.g. careers.  Nextstep development team to advise on 
appropriate and latest information resources to support advice work, including 
information which inspires and motivates women to consider non-traditional career 
paths. 

 

Objective 2: To work with employers to counter job segregation and gender pay 
inequalities 

 

Activity 1:   Research activity into barriers to higher level qualifications and earnings 
in the gender traditional fields of childcare and early years. Develop new delivery 
and engagement methods. 

Activity 2:   Identify specific training in growth sectors e.g. geneticists in the health 
service.  Develop accredited training programmes for women to become qualified 
and employable at higher levels than traditionally known in growth industries. 

Activity 3:   Investigation of gender stereotyping, non traditional working patterns.  
Work with the Nextstep (IAG) network, alongside other sources of information, to 
investigate perceptions and experiences of different training courses, occupations, 
working patterns. Also considering barriers relating to non traditional routes 
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Activity 4:   Research into women’s career decision making - Self-employment 
choices, study of ethnic minority & lone parents in deprived wards 

Activity 5:   

Activity 6:   Non-traditional self-employment routes - Encourage and support 
women to consider non-traditional business options   

Activity 7:   Piloting materials Use the Nextstep network and other partners to pilot 
materials produced.    

The Nextstep network has a wealth of experience in delivering IAG to clients.  This 
will ensure that individuals providing IAG and clients have input into the 
development of the materials and that materials produced are in an appropriate 
format.   

Activity 8:   Case Studies - Positive role models  for use in information, advice and 
guidance  

Activity 9:    Quality assurance.   All materials produced will be quality assured by 
the steering group to ensure that materials adhere to Equal Opportunities policies.  

Activity 10:   Research into women currently working in traditional male vocations.   
Interviewing 30 women and 10 employers throughout Birmingham and Solihull, 
identifying processes and good practice, barriers etc. through case studies. 

Activity 11:   Research into women currently working in traditional male vocations.  
Produce  published narrative of studies, outcomes, conclusions and 
recommendations 

Activity 12:   Diversity and Difference - Produce a study of minority and ethnic 
mothers and Lone Parents and their return to the workforce in non gender 
traditional vocations. 

Objective 3:  To develop new career pathways into n on-traditional careers, 

 

Activity 1:   Development of Training Sub-group Identify key members not already 
engaged in process  

Activity 2:   Develop a series of “women into….” Courses with FE that aim to 
support women into non-traditional careers, linked to local employers 

Activity 3:   Implement and test proposals for innovative career pathways.  Deliver 
pilot activity approved by DP Core Group 

Activity 4:   Develop links to training with relevant employers Employer sub group 
working with training proposals 

Activity 5:   Develop accredited training programmes for women to become 
qualified and employable in non gender traditional areas e.g. engineering, scientific, 
media production and construction work 
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Activity 6:   Develop and deliver a women into enterprise taster course.  

Activity 7:   Assist 15 women onto enterprise training  

Activity 8:   Assist 3 new potential women’s enterprises to link to further support 

Activity 9:   Produce an evaluation report researching the barriers into enterprise for 
women living in deprived urban areas. 

 
Objective 4: Develop a marketing strategy to attrac t men in care occupations. 
 
 

Activity 1:   Work with the Childcare Information Bureau’s recruitment team to 
develop a marketing strategy,  materials and activities targeting men into childcare 
occupations 

 

Appendix 3: Objectives Action 3 ��

Objective 1:  Developing support centres that offer  support to women 

Activity 1 :  Participate in an Event to share good practice with Children’s Centres in 
Birmingham and Solihull. 

Activity 2:   Produce literature to highlight good practice and implementation 

Activity 3:   Make recommendations to Policy Makers 

Activity 4:   Link in to EU Commission and European Partners to share experience, 
good practice and findings from work developing employment advice through 
support centres for Women and Girls. 

 
Objective 2: To have an impact on employment of wom en in non gender traditional 
roles and share resources and good practice develop ed to support the employment of 
women. 
 

Activity 1:   Launch Gender Friendly Employer Award 

Activity 2:   Produce and disseminate IAG tool kit for Employers 

Activity 3:    Produce and Distribute leaflet for Employers 

Activity 4:    Link in to EU Commission and European Partners to share experience, 
good practice and findings from work with Employers  

 

Objective 3: To share good practice and experience of Agender pilot non gender 
traditional training programmes and encourage mains treaming of programmes 
developed.  
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Activity 1:   Participate in an Event to share good practice and marketing tools with 
training providers and funding bodies 

Activity 2:   Disseminate reports and participant case studies 

Activity 3:  Link in to EU Commission and European Partners to share experience, 
good practice and findings from work developing new pathways into non gender 
traditional careers 

 

Objective 4: Share effectiveness of marketing strat egy in attracting men into childcare.  
 

Activity 1:    Link to Childcare recruitment activity, Early Years and  information 
services to share marketing materials and experience of activities and impact of 
Agender Men into Childcare project 

  
 
 
 
 


