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This data on employers’ views of ULRs was obtained from managers who had been referred by their ULRs, and therefore largely reflect the views of those where there is a good relationship.  The following is therefore an indication of the benefits that ULRs bring to the workplace when they have the support of their employers.
Impact on training levels at the workplace
A majority of managers felt that ULR activity had a positive impact on the levels of training at their workplace.  The biggest impact was on adult literacy and numeracy skills training, and there had also been substantial impact on the take up of job-related training and courses leading to qualifications.

Increased literacy and numeracy training levels
61%

Increased training leading to recognized qualification
56%

Increased job related training
54%

Increased CPD
37%

Increased apprenticeships
24%
The wider contribution of ULRs
. 
Most managers were positive about the contribution made by ULRs, the figures bellow reflecting those who either agreed or agreed strongly with the statements listed.

It has helped to close existing skills gaps 
57.7% (25% unsure)

It has contributed to improved staff retention 
24.2% (50% unsure)

It has helped to improve union-management relations 
57.6%(26% unsure)

It has raised levels of basic skills amongst employees  
62% (24% unsure)

It has increased demand for training
  
49% (25% unsure)
Furthermore only 14.2% of managers felt that union learning representative activity gets in the way of normal production and service, with 69% explicitly disagreeing with this statement.
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The elements of ULR activity that managers valued most are responses are summarized below:

“Helps people improve their basic skills when they would not have the opportunity to do so otherwise”

“Opportunity to challenge and review our provision” 

“Spreading the word to potential learners who are hard to reach” 

“Interaction with their colleagues to establish learning needs - being informed of funding avenues and maintaining links with local providers” 

“The bridge they provide between unions and management” 

“Support and guidance to the workforce who traditionally don’t access learning or want to do learning - engaging these in conversation about thinking of learning they could do” 

“Staff led support for colleagues that will bring personal and organisational benefit”                                                                                                                                                                                                                                                                “Helping those from staff groups that do not naturally access learning and training to do so - those staff where English is not their first language or those with limited literary and numeracy skills”                                                    

“It creates very good morale amongst our people and breaks down barriers between management and staff”
Managers were also asked about the potential barriers facing ULRs. Responses to these questions clearly demonstrated a continuing need for ULR activity. Over 85% of managers did not agree that employees did not require further training while less than a third of managers believed that their organisations already provided sufficient training.
More than 70% also disagreed with the suggestion that employees were not interested in additional training. Just over one quarter of management respondents felt that ULRs did not have the necessary skills to have an impact on learning in their organisations, while over a third felt that ULRs and managers had different training agendas.
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