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In this dissertation research will be conducted to find a solution to Cambrian Training Companies (CTC)  use of petrol vehicles and the replacement of the fleet of company and pool cars to either fully electric or hybrid electric. We will discuss and research methodology and evaluate and analyse the changes necessary to accomplish the transition from one vehicle to another. We will discuss and analyse the change procedure and what is needed for that change to happen. We will discuss the formation of groups within the company to understand the elements of change within the company. 
Back in 2017 the Ford Focus was the best selling car in the UK ( Autocar, 2018), however, with todays development of hybrid and fully electric cars the pendulum of climate change has influenced many to convert from petrol/diesel to newer cleaner cars. And as CTC have ties with Toyota in Builth Wells it was decided to test vehicles that were Toyotas, for both hybrid and electric vehicles ( EV). 
Global estimates of the sales of electric/ hybrid electric cars area almost $10 trillion (Euler Hermes Economic Research, 2018) excluding the warranties and finance insurance. 
We will analyse the PESTLE analysis for the effectiveness of electric/hybrid cars to see what social/economic benefits there are as well as any cultural influences are in effect. 
The need for any organisation to be more profitable is ever more transient in this current economic climate, and the possible fuel reduction electric and hybrid cars could bring could be beneficial as a key indicator in managing fuel costs effectively.  Another contributing factor is the need to reduce emissions to meet 2050 net zero and the ever changing need to “Go Green” and protect the planet from issues of global warming ( Kvaloy et al, 2012). The public have been voicing their concerns over emissions for quite a while with diesel “Scandalgate” coming to the fore in many car manufacturers. In 2015 VW saw a market share plummet as their emissions scandal hit the news (Cambell, 2016).
I will research and analyse why change is inevitable with any organisation, with possible outcomes such as growth, direction, structure  and profit forecasting.  
[bookmark: _Toc126067541]Strategy and methodology
The strategy to achieve these objectives will be a research survey from the direct front line staff of Cambrian Training Company (CTC, ( this survey was conducted internally through Cambrian Training), with the results catalogued and analysed.  
I will analyse research by notable theorists in the implementation of change within an organisation. The effects of change and how to manage that change.  I will critically analyse the Macro and Micro changes and their affects on the organisation. I will research the nature of leadership and change in relation to change management. 





[bookmark: _Toc126067542]Critically analyse the current forces for change in the organisations micro and macro environment that can impact workplace culture and capability
[bookmark: _Toc126067543]Environmental change and organisational capability
By definition a micro-environment has a direct impact on the organisation, this can be its customers, competitors and the general public. All these factors have an influence on the organisation and could directly affect the performance of that company. ( Pozzebon, 2014) On the other hand the macro environment is defined by all outside forces that can affect the organisation, in wok-based learning this can take the form of the apprenticeship levy, employer engagement and participation in apprenticeship programs. (Sutherland & Canwell, 2006)
The change we will be researching is the effect on Cambrian Training on reviewing, purchasing and using electric or hybrid electric cars for their fleet of vehicles to deliver work-based learning. This will look at how purchasing decisions affect the social, environmental and profits of the company in attempting to follow government advice and go “Net Zero” by 2050. ( Hettiwattage, et al, 2023). 
We must analyse the relationship between environmental change and organisational capability, to do this we must analyse and research our PESTEL analysis to discover the benefits of change ( either electric or hybrid capability cars versus combustion engine cars). 
The PESTEL analysis provided a resource to identify external factors that could influence CTC’s choice of vehicle. Reference Appendix A. 
I used the SWOT analysis to identify potential threats and weaknesses that could prove problematic but turned each around into a strength and opportunity. Reference Appendix C
Noted strengths of CTC were its staff, who approach change in a positive manner and are very open to change, this would make the transition from traditional to electric/hybrid easier. The Threat was the cost od leasing a fleet of vehicles and its impact on the profitability of CTC.  
The main driving force for change is to lower spending and increase profitability, but this has got to be linked with Corporate Social Responsibility, in other words the company must be seen to be doing the right thing. In light of governmental advice for “Net Zero” carbon emissions by 2050, Cambrian Training have resolved to change its fleet of 50 pool cars and 15 management cars to either fully electric or hybrid electric within the next year.  ( CambrianTraining.com, 2019) 
The theory of change can be described as Freezing, unfreezing and refreezing. (Lewin, 1951)( Awati, et al, 2022) To break this down, currently at CTC they are in the process of unfreezing their change implementation, they had been frozen by using older combustion engine cars since 1991, however detailing their corporate social responsibility and their desire to protecting the environment they have adopted key strategies.  They have pledged to change their fleet of ageing cars to either fully electric or hybrid electric. )To further this theory professor Badham’s 5m framework for change defines change as the process for influencing others to accomplish key objectives. ((Badham et al., 2015). He discussed issues of mindfulness and mobilisation to mapping the journey of the change. In other words a plan-do-check system leading the change. 
The change that CTC is proposing can be identified as both proactive and reactive, in terms of being proactive in its willingness to accept change and lower its emissions and carbon footprint, but also reactive to external forces for climate change, following governmental advice for Net Zero and environmental benefits of lowering its emissions and carbon output. 
Also, Mintzberg theorised that change can happen using the 5p’s theory, which included planning and perspective, which would indicate CTC is doing the right thing in implementing this change to its vehicle fleet. (Pettigrew, 1990) and promoting its corporate and social responsibility by lowering its emissions and carbon footprint and implementing the change necessary to incorporate either fully electric or hybrid electric into its company strategic planning. 
Furthering the theory of change Kotter suggests that to effect any kind of change then you need to follow the 8 steps for leading change which include forming a strategic vision and enabling action by creating and following that vision by enlisting others to buy into the vision and share their thoughts to others creating an ever increasing circle buying into that shared strategic vision. (kotter2022, 2022)
Following on the shoulders of giants Drucker theorised that there are three main assumptions for a business or organisation being led through change which can be external factors like political and socio-economic factors, you must lokma the organisational mission statement and the companies purpose, following the companies core competencies to identify whether the company has the skills and the drive to accomplish their identified strategic change. 
[bookmark: _Toc126067544]Conclusion
In conclusion, analysing the relationship between environmental change and organisational capability we must conclude that Cambrian Training is in an excellent position for its transition from old combustible engine cars to modern electric or hybrid cars to further its strategic goals and follow its corporate social responsibility in meeting key governmental targets for lowering emissions and carbon footprints to protect the environment. CTC has the infrastructure and governance as well as a mission statement for implementing this change.  This would be beneficial for the company in developing cost savings for the company as well as following current trends in climate awareness and affecting climate change. This would mean CTC are taking the lead in affecting this type of change within the work-based learning sector. Showing others in our sector that strategic change can be implemented to incorporate new technologies and innovation, maximising the lowering of emissions and following governmental guidance in lowering carbon output to “ Net Zero” by 2050.   
[bookmark: _Toc126067545]Analyse the nature of change and evaluate complex concepts relating to leadership in relation to change management. 

The nature of change can be daunting for some but challenging for others, it is just a question of perspective or your point of view. Change by leading theorists can be identified as the transformation and/or transition from the past into something new which can provide certain challenges. This would include “Paradox and Transformation” theories. ( Quinn, et al ; 1988) 
“Leadership is about revitalizing the organisation to be more effective over time” (Hayes, 2022) This concept would identify the dilemma posed for CTC in their ideology in striving for “Net Zero” emissions and lowering their carbon footprint from their company vehicles by 2050. The implementation of a stratospheric change would be needed to implement this goal. The nature of this change would be seen by the employees of the company as something new and forbearing, in other words they would already be frozen to their beliefs and values as defined by the theorist Lewin. 
If we take change as a construct then the affects of that change for both individual and company are prolific depending on the size and magnitude of the change. Leading theorist Kubbler-Ross claimed that the effects of change would inherently affect morale and competence over time, she stated that  there is a clear wave of emotions that one would feel from disbelief to experimentation and finally integration of the new change.  (Wright, 2016)
[image: ]
Furthering the theory of change Kotter suggests that to effect any kind of change then you need to follow the 8 steps for leading change which include forming a strategic vision and enabling action by creating and following that vision by enlisting others to buy into the vision and share their thoughts to others creating an ever increasing circle buying into that shared strategic vision. (kotter2022, 2022)
One could argue that the changes proposed by CTC in their renewal of their fleet of vehicles could be a shock to its employees, but with time their experimental use of the new cars could prove beneficial and eventually they would be integrated into the main business of CTC. 
Kotter also suggested that the negatives of change for an organisation could include the underestimation of vision both from the directors and the employees. Furthermore there could be a lack of effective communication between the directors and the employees creating a resentment of the new vehicles. 
However, in research conducted by Audia, Locke and Smith (2000) whereby 2 studies concluded greater past successes lead to greater persistence in the development of greater changes which in time led to greater decline in performance 
The nature of change is such that it is constantly changing, if we take Pettigrew et al. (2001), who suggested that the leaders and directors of CTC should consider the context, content, process, and outcomes when studying change, so this would mitigate the necessity for change of its vehicle fleet to a cleaner and greener fleet.
Another nature of change is the Prosci 3 phase process to change, where there are three clearly defined actions to the change process, Approach, Change and sustain. It could be argued that if these three phases are managed correctly then the transition to a new change and approach should be smooth and seamless. (Prosci, 2022)
Leaders ( in this case study, the directors of CTC) should have emotional intelligence to review and deliver any changes with the support of all its employees. Emotional intelligence can be defined as having empathy with others and identifying the feelings others have including any reservations about the pending change. This would give the leaders the opportunity to have emotional intelligence and deliver the change taking on board all feelings of the employees and their reservations. (Goleman, 2020)
The directors of CTC decided when it was time for a decision to be made about the purchase of new felt vehicles. The directors of CTC liaised with stakeholders Toyota Builth and realised that after testing a number of vehicles it came down to the Toyota Yaris hybrid and the Toyota BZ4X. CTC  set up command groups/ steering groups, whereby a small proportion of those who would be using the new cars test drove the cars to see their performance, comfort and reliability as well as serviceability and cost effectiveness. The steering group noted if they were effective and manageable for CTC, reporting their findings back to the board of directors with the results.  
The command group identified causes for concern, this being fully EV cars had limited range for the day to day tasks required to be carried out by the training officers ( going to see learners) and they spent more time re-charging that they would normally with petrol cars, thus making their working day longer. It was also noted that the worrying discernment of the charging points could be problematic for mid and North Wales employees with fewer recharging points in those areas compared to South Wales. 
The directors also set up a communications group which would communicate all aspects of the trials back to the employees. 
After numerous testing it was concluded that hybrid EV cars worked best for employees but fully EV cars could be adopted by the managers and directors. 
[bookmark: _Toc126067546]Conclusion
In my opinion the leadership of CTC have correctly assessed their operational strategy with regards to implementing a new change, this would fall in line with government rhetoric regarding emissions and CO2 reduction to meet the “NET ZERO” policy set out by the government for 2050. CTC have a corporate and social responsibility to implement changes that would benefit climate change. The board of director set up steering and command groups having identified trials of both fully electric and hybrid cars for their new fleet. The directors assessed their options to go greener and carbon neutral, this has a big impact on leasing costs for the company and they took a big risk in their decision to go greener with their vehicle fleet. This demonstrated a commitment to protecting the climate and following their corporate and social responsibility for the work-based learning sector to go greener. 
Throughout the process of trailing the vehicles feedback was given to the directors which was fed back to all staff via the weekly communications bulletins about their intentions so it would gain the commitment of the staff when this was being rolled out. 
[bookmark: _Toc126067547]Explore contemporary issues and their impact on business management

The main contemporary issue facing CTC in defining its corporate and social responsibility , especially relating to this report is climate change and the need to reduce carbon emissions following governmental guidelines for “Net Zero” by 2050, with consequences for business being sanctions, fines or worst if they fail to implement the agreement to lower their carbon offsetting. 
To meet the Paris agreement most countries, need to reduce their CO2 emissions drastically over the coming years to meet the need for climate change. Many debates whether EV (Electric Vehicle) will actually lower the CO2 emissions, and there are two clear distinct camps, those maintaining the positives for EV cars and those who argue the construction and use of EV cars is detrimental to the environment. Neither side of the argument are wholly valid, but nether side have conclusive proof and evidence of their argument.  (Olsson, 2019)
Clearly the running costs of the EV’s is lower than that of a normal combustion engine, and the emissions are next to zero, so for CTC the running costs of EV or hybrid vehicles is a benefit to the profitability of the business. Another benefit of EV or hybrid is the cleaner and greener posture they have, demonstrating the companies commitment to climate change and sustainability and also demonstrating their greener corporate social responsibility reporting. (Rivervaleleasing.com, 2023)
However, EV cars take more emissions to construct, with mining lithium and cobalt. One could argue that what emissions are used to recharge the EV from the electric grid. Do they use fossil fuels in their power stations? Or even worst nuclear reactors to power the electric stations that generate the electricity to recharge the EV? In the trials for car replacements many considerations were thought, these included recharging points for fully electric vehicles and whether this would be a cost-effective strategy for front line delivery staff to be waiting around whilst their cars re-charged themselves and not being very productive. This was problematic for the trials as many front line staff drive over 150 miles to see learners, this would mean finding a recharging point as the majority of EV cars only had a range of 198 miles. 
Another consideration is the life expectancy of the batteries of the EV, Renault have a lifetime expectancy of 15 years, then you have to renew the battery at a cost of around £15,000.                       ( Renault.com, 2023).  The main consideration apart from protecting the environment is actual cost, the lowest EV car to buy is around £35,000  whereas a normal combustion engine car is around £25,000. So, there is a substantial investment from companies wanting to promote their green agenda.  (Bunce et al, 2014) concluded a study on electric cars in the UK and found that the majority of sample studies found a reduction in of people believing that EV cars were greener. 
To offset the higher cost of purchase the government are offering an EV grant to anyone wanting to buy an electric vehicle of up to £2,500. This would help with the cost to CTC for buying a fleet of hybrid/fully electric cars and help with the purchasing of the vehicles. 
As we can see from the PESTEL analysis the politics and social factors that surround the use of electric cars as a way of going greener and lowering CO2 emissions is a worldwide problem, but changing a whole fleet can be expensive. However, CTC have demonstrated they intend to face this contemporary issue head on and  be the sector leaders in the implementation of greener and eco-friendlier fleet of vehicles that service their industry. A good example of this in other sectors are the likes of Disney, Nike, Apple who have all announced their major environmental programs to help promote a greener and more sustainable company dynamic. (Matthews, 2021)
[bookmark: _Toc126067548]Conclusion
One of the most disturbing issue we face today is that of climate change, to protect the planet at all costs is one of the governments targets for lowering emissions by both 2030 and “Net Zero” carbon emissions by 2050. By adopting a new change to challenge the emissions problem, CTC have taken the lead in being instrumental in delivering their promise from their corporate and social responsibility and strategic report. To implement a fleet of hybrid electric cars for front line delivery staff and fully electric cars for all managers and directors, this demonstrates that CTC have understood and addressed the current contemporary issues of climate controls and the issues faced by companies to be greener.  

[bookmark: _Toc126067549]Analyse and evaluate the relationship between organisational culture and change
The values, attitudes and beliefs of CTC are available of their website, through governance and developing a culture through their mission statement “ Engage, Inspire, Lead” This ethos is delivered everyday through their dedicated training officers who deliver the work-based apprenticeships throughout the country. Some of the driving forces for organisational change include workforce diversity, economic developments outside of the business, technology (Scandura, T.A, 2018 p.289), but Scandura failed to realise and mention other driving forces that are contemporary issues faced by modern day companies like the global reduction in CO2 emissions to reduce the emissions output and minimalize their carbon footprint. 
Lewin has described the freezing stage when companies are happy to be where they are and are not challenging themselves to change, if we take this model for CTC then they have unfrozen and are currently re-freezing the new roll out of the hybrid – electric cars that are now being used by front line staff. Kotter suggested that forming a strategic vision was essential in the development of change, I would agree with this as CTC made the strategic decision to “Go Greener” and communicated this with all their staff. As described the Kubbler-Ross change curve states that staff could have had a shock and experiences frustration with change, however this was not the case with CTC. All staff embraced the new challenge and change and wanted to get on board with the new systems of working, for my colleagues and I went straight to the experimentation and integration stage, which Lewin suggested as the unfreezing and re-freezing of the new change. 
(Admin, 1970) Hodson suggests that the transitional curve related to change goes from negation to resolution, I would say that CTC, through demonstrating their desire to commit to change and help climate controls, and having communicated their desires to their staff succeeded in setting a clear goal and achieved that goal. All staff have committed to the new ways of working and enjoy the benefits that hybrid cars bring both for the company and protecting the environment. 
 

[bookmark: _Toc126067550]Evaluate how organisational stakeholders can be efficiently led through complex workplace change   
Stakeholder analysis was conducted having identified the stakeholders, prioritising the stakeholders. Using the (Mitchell, R.K, et al 1997) stakeholder prioritising chart key stakeholders were identified, informed and managed.   
Stakeholders for CTC are its customers, the employers who take on apprenticeships and want CTC to deliver that apprenticeship, banks who invest in CTC, employees of CTC. Everybody who has a vested interest in the company. Levicki, C. (2003)
The complex change CTC faced was the rising cost of traditional fuel, an aging fleet of vehicles within the company, the drive for “Greener” sources of fuel and the need for a reduction in CO2 emissions to fall in line with governmental directives for “Net Zero” by 2050. 
A project team for the car trials was set up, who would report back to the board of directors with their findings. After extensive testing of a number of vehicles it was concluded that the Toyota Yaris hybrid car was one of the most energy-efficient on the market and would suit the needs of the front line delivery staff by being a hybrid it had the range needed to complete a day’s work, also being a hybrid there would be ample opportunities for re-filling rather that re-charging. 
CTC also communicated with Toyota in Builth Wells who supported the change. And with constant dialogue between CTC and Toyota Builth the steering group together with CTC finance and admin team secured a good bargain price for the leasing of the vehicles needed for CTC’s operation. 
During the negotiations it was decided that CTC branding and logos would be needed for the vehicles, and Toyota Builth agreed to pay for any branding on the cars and agreed a servicing plan for all the fleet vehicles for any Toyota garage in Wales. 
External stakeholders like the general public would only be made aware of CTC’s vehicle fleet transition when they had already been rolled out. With a big media events conducted with the fleet of cars, directors of the company and the trials and command steering group conducting social media events across Wales to showcase the new fleet of eco-friendly and climate friendly vehicles with the CTC branding. 
There was no conflict or any negative behaviours during the trials and leading the stakeholders through this change as identified by (Dawson, P. & Constantine, A. (2018) p.589).
I would agree with (Deszca, Ingols & Cawsey, 2019) that the command and steering group were trusted to have the employees greater interest, but were influential in disseminating the information back to other employees. This lead to employees also accepted the change in a positive and accepting manner. 
[bookmark: _Toc126067551]Conclusion
In my opinion CTC had the right ideas and the right people doing the right things at the right time. The change from traditional fossil fuelled cars to hybrid and full electric was consulted with staff at every level, with key decisions being made by the board of directors then communicated with staff to prevent what Kubbler-Ross describes as shock, frustration and depression. These were avoided by continual communication between all the stakeholders. Feedback was being given back to the directors by the trialling steering/command group, this was also fed back to every member of staff. 

[bookmark: _Toc126067552]Final Conclusion
As traditional fuels like petrol and diesel continue to rise, in my opinion CTC has delivered on their promise to be “Net Zero” by 2050, and one way of helping to achieve this is to re-structure their fleet of vehicles. It was decided back in 2018 that CTC would use hybrid and electric cars as part of their drive for net zero, to reduce the emissions that the company produce and lower their carbon footprint in line with governmental guidelines. The Welsh Governments Electric Vehicle charging Action plan is set to roll out within the next year ( 2023) and will enable electric cars to have more re-charging points all across Wales making it better for anyone with al electric car to recharge. Currently there are around 1,500 charge points across Wales, in addition The Welsh Government has approved a further 55,000 fast charge points by 2030. 
The initial cost of leasing would be integrated into CTC’s annual accounts with grants and incentives being recorded, moving from traditional fuels to hybrid and full electric would be beneficial for the company in developing cost savings for CTC as well as following current trends in climate awareness and  developing a key strategy to minimise climate change. This would mean CTC are taking the lead in affecting this type of change within the work-based learning sector. Showing others in our sector that strategic change can be implemented to incorporate new technologies and innovation, maximising the lowering of emissions and following governmental guidance in lowering carbon output to “ Net Zero” by 2050.  
For the managers and above who will utilise the full electric vehicles , depending on the tariff, mileage and being able to charge whilst in work it is estimated that savings of up to £200 per week could be made with an annual saving of around £1000 per vehicle compared to traditional fuels. 
During the un-freezing stage it was evident that staff commitment was on board and through effective communication all staff were on board with the change. With cost of living expenses increasing CTC decided that all front line staff should use a shared pool car all week to minimise the cost to each employee traveling back and forth to their place of work, this was a contributing factor in staff realising the potential savings from CTC and themselves and got the staff motivated and engaged with the new change. If we take Lewins theory then CTC then they have unfrozen and are currently re-freezing the new roll out of the hybrid – electric cars that are now being used by front line staff to great success. 
Having analysed and evaluated CTC’s delivery of a complex change in my opinion CTC had the right ideas, the right people doing the right things at the right time. The change from traditional fossil fuelled cars to hybrid and full electric was consulted with staff at every level, with key decisions being made by the board of directors then communicated with staff. 

Thank you. 
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Political
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Economics
	S
Sociological
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Technological
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Ecological
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Legal

	Worldwide political factors have favoured the buy in of electric cars, promoting a net zero emissions by 2050

Governmental incentives offer up to £2,500 for a plug in EV grant facilitating the buying of an electric car
	Companies like Tesla have seen phenomenal growth in their electric car business. With sales worldwide topping 1.3 million car sales in 2022. 

The sale of electric cars and hybrid has been proven to boost the global economy
	With the “Green” Agenda it is easy to see why the electric car is being promoted as the best green energy sale. With minimal emission and pollution it falls in line with world wide pollution expectation

“ Net Zero”
	With increased AI and computer technology Tesla is one of the innovative companies adopting new technology in their cars. This is surpassing the tech advancement in EV technology. 
	Tesla supports the environment programs to deal with climate change. 
	Tesla is a worldwide company and needs to maintain and keep up with legislative and regulatory procedures in each country it sells their cars. 












[bookmark: _Toc126067555]Apendix B
https://cambriantraining.com/wp/en/wp-content/uploads/2019/09/Strategic-Plan-2019-2022-FINAL-1.pdf


Appendix C 

	Strengths
· Staff open to change
· Resilience 
· Main provider of WBL in Wales
· Company ethos/mission statement
· Company values attitudes and beliefs
· 
	Weaknesses
· Cost of change
· Financial loss to company
· Possibly going back to fossil fuelled cars
· Cost of servicing cars
· Maintenance costs

	Opportunities
· Develop planned and phased Net Zero
· Sustainability
· Resilience
· 
	Threats
· Rising cost of electric
· Not enough recharging points
· Not enough range on full EV’s
· Time taked to recharge
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At Cambrian Training, we have a long 
pedigree in delivering apprenticeship 
programmes that help to support 
businesses and individuals to grow and 
flourish within their communities.


We deliver work-based apprenticeship 
programmes in Hospitality, Food & Drink, 
Waste Management & Recycling, Engineering, 
Business & Administration, Team Leading, 
Management, Financial Planning Services, 
Customer Service, Retail Skills, Equine & 
Animal Care, and Health, Social Care & Early 
Years sectors across Wales helping to build a 
strong foundational economy.


Arwyn Watkins OBE
Managing Director & Chair


about cambrian training...


We recognise the need for a strong evidence based 
regional commissioning whilst supporting the 
national demands of our partner employers in Wales.


We are commencing this Strategic Plan in a period of 
significant challenges politically, structurally and at a 
time of significant shortages of human resources in a 
number of our significant sectors.


We are in constant dialogue with business partners 
on seeking a more sustainable solution to securing 
the future workforce and in early 2020 this will be a 
significant strategic focus in the delivery of this plan.


As a progressive commissioned contract holder 
of Work Based Learning Programmes we remain 
focused on maintaining our position as a leading 
provider of Apprenticeship programmes across 
the 22 Local Authority Areas and directly 
responding to the evidence based needs of the 
economy as identified by employers who lead on 
the three established Regional Skills Partnerships.







increase in Hybrid 
C o m p a n y  C a r s


3 5 %


We are one of  Wales’  
l e a d i n g  w o r k - b a s e d  
t r a i n i n g  p r o v i d e r s


Since
March 2013


w o r l d s k i l l s  
m e d a l s  s i n c e  ‘ 1 5


x 1 x 1
x 2


&  h a v e   7 1  s k i l l e d
m e m b e r s  o f  s t a f f


3 6 %


increased
Turnover


Delivering high quality appren�ceships 
all  over Wales since 1995.....


A p p r e n t i c e s h i p  
awards cymru


8  Winners


20  Finalists


S i n c e  2 0 1 5
organising partner


Skills Wales
Compe��on Partners
S i n c e  2 0 1 6


A c h i e v e d
Q u a l i f i c a t i o n s


1 , 6 7 2
appren�ces


2015 - 2018  summary...







We take the responsibility as a Commissioned Contract
holder very seriously giving equality of opportunity to
business and individuals irrespective of their location
within our geographical and contractual limitations.


As a team we have developed a strategic approach to
overcome the challenges and work with national
employers to deliver a Welsh solution.


Cambrian Training Company (CTC) is an independent
Training Provider with its headquarters in Welshpool.
We have offices located strategically across Wales in;
Holyhead, Colwyn Bay, Builth Wells, Llanelli and the
Principality Stadium in Cardiff. We employ 70 full and
part time employees.


CTC has Sub-contracting arrangements for the delivery
of learning with; Sirius Skills, Progression, Haddon, Call
of the Wild, Lifetime Training and The Wiser Academy. 


Apprentice success
Thomas Martin, WG Foundation Apprentice of the Year 2018


Craig Holly, Worldskills Butchery Silver Medal 2018
Peter Rushforth, Captain of Wales’ Butchery Team 2019


Rebekah Chatfield, CTC Apprentice of the Year 2019
(left to right)


We remain focused on driving forward the Ministerial
priorities, which is reflected in the increase of Higher 
Level Skills and we have continued to build on our 
employer led partnerships and always seek to deliver 
a continuous solution irrespective of location in Wales.


We operate a range of partnership delivery solutions
to support our employer base so that greater
opportunities can be offered to individuals both new
to employment and skills development opportunities.


With current contract commissioning subject to
tendering for delivery in 2020 and 2021 the strength 
of our partnership approach to securing solutions will 
be the basis for our future sustainable success.


delivery landscape...







Skills & Awards...


employer success 
Celtic Manor, WG Finalist Large Employer of the Year 2017 
Mainetti,  WG Finalist Medium Employer of the Year 2018


Celtica Foods, WG Medium Employer of the Year 2018
Lelo Skips, WG Finalist Small Employer of the Year 2018


(left to right)


Cambrian Training are strong advocates of the skills and 
skills competitions promoting Wales. We have delivered 
the Worldskills UK in Butchery, the Skills Competition 
Wales Hospitality regional heats following through to 
the all Wales final along with the inclusive skills 
competition for hospitality.


We recognise the importance of skills competitions and 
on behalf of the Culinary Association of Wales we 
deliver the Welsh International Culinary 
Championships, which celebrates its 25th Year in 2019.


We host and support the Culinary Teams of the Culinary 
Association of Wales who compete internationally at 
World Chefs competitions such as Global Chef, Culinary 
World Cup and the Culinary Olympics.


We also manage the delivery of both the junior and 
National Chef of Wales competitions annually.


We are currently seeking to secure a squad and 
financial support to enter the World Butchers Challenge 
2020 in Sacramento California as Team Wales building 
on the legacy of our Welsh Young Butcher of the Year 
and World Skills UK success. 


As the Mid and North Wales Hub of the Inspiring Skills 
Excellence Have a Go programme, we continue to 
engage with a wide range of stakeholders in supporting 
their aims and objectives.


World leading competition exposure is a benchmark 
of aspiration not only for our learners but also our 
staff in their pursuit of delivering excellence within 
the curriculum.







cambrian’s data says...


The company has approximately 1,590 Apprentices undertaking Welsh Government funded 
apprenticeship learning pan Wales and of these approximately 788 are directly delivered through 
Cambrian Training and approximately 802 are delivered via our Sub-contractors covering vocational
sectors across Foundation Apprenticeships, Apprenticeships and Higher Apprenticeship programmes.


*Overall data as of Feb 2019 - 2018/19 Contract Value; £4,695,405


Inspection Areas Judgement
0.1) Standards/Aspects
1.1 Standards & progress overall Good
1.2 Standards & Progress of specific groups Good
1.3 Standards & progress in skills Good
0.2) Wellbeing & Attitudes to learning
2.1 Wellbeing Good
2.2 Attitudes to learning Good
0.3) Teaching & learning Experiences
3.1 Quality of teaching Good
3.2 The breadth, balance & appropriateness of the curriculum Good
3.3 Provision for skills Good
0.4) Care Support & Guidance
4.1 Tracking, monitoring & the provision of learning support Good
4.2 Personal development Good
4.3 Safeguarding Good
0.5) Leadership & Management


5.1 Quality & effectiveness of leaders & managers Good
5.2 Self evaluation processes & improvement planning Good
5.3 Professional learning Good
5.4 Use of resources Good







Cambrian’s Learner outcome figures


Framework Success Rates over the past three years:


What our apprentices & employers say...
“The Sustainable Resource 
Management team within 


Cambrian are very dedicated.” 


“Cambrian is a good Company 
& I believe they want to ensure 
that the businesses they work 


with really benefit from the 
training they deliver.”


 
“It’s not a tick box exercise like it 


is to some other training 
companies I’ve encountered.”


“
mainetti, Wrexham


“


“There is a lot to be said 
for apprenticeships”


 


“If it was not for the 
support & encouragement 


of Cambrian Training, 
I wouldn’t have gone 


to London, which was a 
pivotal point in my 


career”


“
Thomas martin
Apprentice Chef


“
 


2015/16 2016/17 2017/18 National Comparator
2017/2018


Foundation Apprenticeships
(Level 2) 86% 84% 81% 81%


Apprenticeships
(Level 3) 84% 84% 84% 83%


Higher Apprenticeships
(Level 4+) 77% 71% 81% 80%


All Programmes 83% 80% 82% 81%







opportunities & challenges 
for the next 3 years...


A significant proportion of Wales’ workforce of 2030 and 2040 have already left compulsory education. More than
80 per cent of the projected 2030 workforce of Wales and more than 60 per cent of the 2040 workforce has
already left compulsory education. This shows that to have a significant impact on the skills, resilience and


capabilities of Wales’ future workforce, a focus on young people and school-age provision will not be enough


Automation and technology, causing 
significant change, redistributing tasks 
and reworking jobs in Wales.


An older population in Wales, ageing 
markedly from now through to the end 
of the 2030s.


The uncertainty surrounding Brexit, our 
future relationship with the European 
Union, and post-Brexit funding 
arrangements.


The changing nature of globalisation and 
its impact on Wales’ economy.


Narrowing Wales’ existing economic 
inequalities and strengthening Wales’ 
economy for the future.kjfkfkjaernfjnerk-
jfnkaerjfnkjern


1.


2.


3.


4.
5.


Providing a policy and funding environment 
that offers security, certainty and 
consistency, while ensuring the skills system 
is efficient and delivering the needs of 
learners and the economy.


Delivering on the opportunities created by 
the recent and forthcoming reform to the 
governance of parts of the skills system in 
Wales.


Developing stronger employer engagement 
in the skills system, from the classroom-level 
up.


Developing stronger learner engagement 
so that curricula are co-produced between 
learners, students, employers and providers.


Developing a skills system that delivers 
across Wales’ distinct geography, supporting 
the Welsh language and culture, and 
enabling people from across Wales fair 
access to its benefits.


6.


7.


8.


9.


10.







Our mission is to ENGAGE with all young people, 
learners and employers across Wales to get 


them involved with quality training 
apprenticeship programmes.


That will INSPIRE businesses, their workforce, 
the next generation and wider community 


to help and support them to SUCCEED 
to reach their careers, business and life goals.


Engage. 
Inspire. 


Succeed.


Image description:
Rob Hookham and Anna Jones, Celtic Manor







Strategic Goals
2019 - 2022


Social Responsibility
Delivering a diverse range of public and community events 
and activities. Engaging and involving the public in 
Apprenticeships and the benefits of work based learning. 
Working with schools and colleges along with teachers, 
careers advisors and parents to increase knowledge of the 
wider educational opportunities.


Our policies and operational processes will ensure we 
balance efficiency with quality and opportunities for creating 
social and environmental benefit within communities. 


Objectives:


• To support the regions employment and skills 
   infrastructure by contributing to sustained training and 
   employment opportunities in local communities


• To ensure all social, economic and environmental factors 
   are built into our policies, processes and documentation


• Support Equality and Diversity


• Commit to environmental sustainability by supporting our 
   staff, learners and employers to have a positive impact on 
   the environment and enable them to make a difference in 


• To support ‘prevent’ in all aspects relating to well being 
   including promoting fair work, driving sustainable growth 
   and helping combat climate change. Promoting wellbeing 
   for everyone and most of all to support young people, 
   building ambition and life long learning


  KPI 1) Widening participation – increasing direct transition 
              from schools and colleges. 
  KPI 2) Maintain our Bronze Green Dragon status and 
             achieve Gold by 2020
  KPI 3) Increase our young apprenticeship profile where 
              learners are new to employment.
  KP4) To ensure we maintain to be a a Living Wage Employer


Quality
We aim to strive for excellent results and outcomes. Our 
staff are key factors in our success; we continue to develop 
a performance-orientated culture embracing change and 
continuous improvement in everything we undertake. We 
aim to support the Welsh Governments national mission by 
providing inspirational leaders who will work collaboratively 
to raise the standards of work based learning, teaching and 
assessment in Wales. All roles are aligned to the professional 
standards and this will continue to be reinforced and 
enhanced over the coming years.


Objectives:


• To establish a digital learning infrastructure that 
    encourages learning and connects learners to each other 
    and educational establishments


• Continuously improve the quality of leaderships and 
   management by development and attracting the brightest 
   and best staff


• Consistently motivate, engage and inform our workforce 
   developing responsive and capable staff


• Equip staff and learners with the right skills for a changing 
    world ensuring progression opportunities where possible


• Provide the best experience for learners throughout their 
   journey


	


  KPI 1) To maintain a staff attrition rate of 80%with 90% 
              satisfaction rate.
  KPI 2) To maintain an 80% learner outcome rate and 90% 
              learner/employer satisfaction rate. 


the future







The Board of Directors will monitor the performance of the organisation against this plan on 
a regular basis and continually review and update on an annual basis.


Efficiency
Given the changes in funding models and austerity we must 
continue to actively manage costs to ensure value for money 
in everything we do. We will continue to drive efficiency and 
sustainability while maintaining the quality and productivity 
of delivery. Continuing to develop and maintain relationships 
with key business partners, building on the needs of the 
community, translating into sustainable support for 
increasing skills and employability.


Objectives:


• Continue to effectively manage our data and security. 
   Including retention of ISO27001 and gaining ISO9001


• Ensure statutory and regulatory compliance


• Clear plan for maintenance of buildings and infrastructure 
   ensuring sufficient cost budget available


• Increase revenue through Regional Skills Priorities


• Manage costs effectively to meet the need of the business


• Monthly reporting of profitability and stability


• Clear plan for maintenance of ICT infrastructure and 
   ensuring sufficient budget available


• Continue to reduce the number of high emission company 
   vehicles


• Establish a Staff Working Group to discuss Environmental 
   matters as per Environmental Plan to continue to reduce 
   our carbon footprint


  KPI 1) To achieve EBITDA to £559,000
  KPI 2) To achieve 80% of hybrid company cars
  KPI 3) To establish a Staff Working Group with measurable    
              targets on its objectives


Growth
Cambrian Training will continue to sit at the heart of 
strategic collaboration between communities, government 
funded bodies, large companies and SMEs. We will develop 
the business to invest in our communities, driving employer 
engagement, enterprise and innovation. Working with the 
Welsh Government to identify and evidence the demand for 
Higher Apprenticeships and welsh medium provision.


Objectives:


• Develop partnerships and flexible routes into and out of 
    work based learning


• Work with schools and colleges to identify and implement   
    work based learning solutions for young individuals and 
    communities


• Diversify our income to include alternative funding streams


• Implement a systematic process to measure and 
   implement a geographical and sectorial demand for welsh


• Ensure Apprenticeship reviews meet the needs to 
   employers and individuals 


  KPI 1) Drive more revenue through the RSP income stream 
              for Work Based Learning
  KPI 2) Diversify income stream away from government 
              funded provision
  KPI 3) Grow Welsh Medium Delivery in work based learning











We want everyone to realise that by 
starting their own apprenticeship journey 


they can achieve their DREAMS, 
by LEARNING new skills, 


knowledge and gaining experience 
that will help them to LIVE up to 
their ultimate career & life goals. 


Dream it.
learn it.


live it.


Image description:
Thomas Martin Apprentice Chef, Apprentice of the Year Wales Winner 2018.







  


T/F: 01938 555893
E: info@cambriantraining.com


cambriantraining.com
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Inspire. 


Succeed.






image1.png
The Kiibler-Ross change curve

Denial
Disbelief;
Fckingfor Integration

¢ e Changes integrated;

E R imttue arenewed individual

5

5 Frustration Decision

£ Recognition that Learning how to

o | Shock things are different; work in the new

9 | Surprise or sometimes angry situation; feeling

B | shockatthe more positive

| event Experiment

2 Initial engagement

= ‘with the new

g Siustion

Depression

lacking in energy

Time





