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I n the past year, national governments 
have gathered to negotiate the future of 
international development, our global 
economy, and our environment at two 

major conferences – the UN Rio+20 Earth 
Summit, and the 18th UN climate change 
conference in Doha, Qatar – and failed to 
deliver any concrete outcomes that will help 
precipitate the shift to a green economy. 
While they debate and delay the terms of 
this new economy, people around the world 
have taken matters into their own hands. 
Citizens and their communities, NGOs, lo-
cal governments, businesses, and unions are 
taking practical action, often in coalition, to 
tackle the challenges we face such as climate 
change and poverty. We are one of those co-
alitions. 

We at The Otesha Project UK, a youth-led charity 
that mobilises young people to take action on social 
and environmental issues, delivered our first Green 
Jobs Programme in 2010 for young, unemployed 
people in East London. We define a green job as 
one that provides a living wage, opportunities for 
training and career progression, a safe and healthy 
environment, and that has environmental steward-
ship at its core. However, in our experience, young 
people seeking world-changing careers struggle 
to know where these jobs are or how to get them. 
Many others don’t know what a ‘green job’ is. Gov-
ernment job creation programmes such as Workfare 
were proving ineffective and so we saw an oppor-
tunity for an organisation like ours to really make 
a difference. 

In response to this opportunity, we established the 
East London Green Jobs Alliance in February 2011 
- a coalition of trade unions, NGOs, community 
organisations and green businesses working to create 
green and decent jobs for East London citizens. We 
have focused especially on enabling young people 
from marginalised communities to access employ-
ment and training in the growing environmental 
sector. We recognise that this sector will see massive 
growth in coming years, according to the require-
ments of government policies such as the Climate 
Change Act. We want to ensure this transition to a 
new green economy benefits those who need it. We 
want to match the people who need the work with 
the work that needs to be done.

The journey hasn’t been easy and we have faced 
many obstacles. In the fourth year of a recession, 
jobs in any sector are thin on the ground. There is 
more competition for funding, and more restric-
tions put on that funding. At a time when youth 
unemployment has hit almost 1 million, youth ser-
vices have been drastically cut as part of government 
austerity measures, creating ever more barriers for 
those who are most in need of work.

But we’ve also had great successes, and indications 
that our voice is being heard. Our Roots of Success 
environmental literacy training programme has 
been taken up by training providers, educators, and 
employers across London. They include Bikeworks, 
The Prince’s Trust, Crisis Skylight Centre, and 
Wormwood Scrubs. We have travelled the length 
and breadth of the country with the One Million 
Climate Jobs Caravan, helping local groups set up 
their own green jobs initiatives. We have lobbied de-
cision-makers at home and abroad, at the London 
Assembly and at the Rio+20 conference. We have 
even greater plans for 2013. 

Our plans for the coming year include training 
more young people for jobs in the environmental 
sector, accrediting our Roots of Success environ-
mental literacy curriculum, launching a Green Jobs 
Not Jails campaign, and using the East London 
Green Jobs Alliance network to share case studies of 
on-the-ground projects that are working to kickstart 
the green economy.  

We also hope that this report, written in conjunc-
tion with Intentionality CIC, can be used as a tool 
by other groups seeking to start their own green jobs 
initiatives. We do not want to hide our challenges, 
or for our work to exist in a vacuum. We hope that 
other groups can learn from this independent evalu-
ation of the barriers we faced, and our joint analysis 
of the lessons we learned and the recommendations 
we have made for future work. It is vital that those 
seeking to make a better world – by providing 
meaningful opportunities to our young people, and 
slowing the effects of climate change – communi-
cate and collaborate over the coming years. We do 
not have time to hesitate, nor to replicate. Through 
sharing our experiences, our efforts, and our success-
es, let us inspire one another to greater efforts. Only 
then may we achieve greater heights.

FOREWORD

THINGS MAY BE 
CHANGING  
SLOWLY, BUT THEY 
ARE CHANGING. 
OUR MISSION 
INTO THE FUTURE 
IS TO MAKE THOSE 
CHANGES MORE 
VISIBLE.
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Otesha’s Green Jobs Programme gives a better 
understanding of what is shaping the state of green 
jobs in the UK in 2013.  The Programme incorporated 
several strands of work – building an alliance, setting 
up a demonstration project, campaigning and policy 
work – some of which went well, and some of which hit 
barriers to success.  These two years of accumulated 
learning and experience are a valuable step forward, 
and this report helps ensure they are shared and built 
on by others involved in the drive to create green jobs.

The report began life as an independent evaluation of Otesha’s Green 
Jobs Programme, where Intentionality as an objective third party 
collected evidence and assessed progress against intended outcomes. 
Running even a small-scale formal evaluation like this one, however, 
requires putting boundaries on the work and defining key outcomes. 
For an exploratory programme like this one there was a risk that much 
of the key learning, that doesn’t map exactly onto the evaluation model, 
is lost. For this reason Intentionality and Otesha put together a joint 
‘Learning and Recommendations’ section that captures more of Otesha’s 
experience and makes it useful and accessible to others.

Our nine recommendations are drawn from this learning and are aimed 
primarily at local groups engaged in creating green jobs, or thinking 
about doing so. Overall, this report is for a wide readership: it is for 
public bodies interested in job creation, for young people and their 
youth workers interested in finding a career with green credentials, 
for campaigners, and for policymakers at a regional, national and 
international level. It gives an account of on-the-ground experience and 
illustrates how and why the growth of green jobs is being held back. 
Our nine recommendations are drawn from this learning and are aimed 
primarily at local groups engaged in creating green jobs, or thinking 
about doing so.

ABOUT US
Intentionality’s authors are Jess Daggers and Tim Hartley. Inten-

tionality CIC is a small independent consultancy specialising in so-

cial impact measurement and evaluation. As a Community Interest 

Company, any surplus Intentionality generates is reinvested in the 

community of third sector organisations in London and across the 

UK. (See www.intentionality.co.uk)

The Green Jobs Programme at Otesha is run by Hanna Thomas and 

Tamsin Robertson. The Otesha Project is a UK youth-led organi-

sation mobilising young people to create social and environmental 

change. The Green Jobs Programme is one of a number of strands 

of work involving environmental education, support of volunteer-led 

start-up projects in local communities, and the creation of resources 

that help learning about social and environmental issues. (See www.

otesha.org.uk)
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INTRODUCTION

STRUCTURE
The structure of the remainder of this report is as 
follows:

The Executive Summary gives a concise summary of 
the main points contained in the report

Section One explores in more depth the context for 
action for Otesha’s programme of work, and gives an 
account of their experiences in creating and promoting 
green jobs in the UK

Section Two is the independent evaluation section of 
the report. It presents a simple model outlining the in-
tended and outcomes and impacts of the project, and 
evaluates how far Otesha have progressed in achieving 
them

Section Three summarises the key learning from the 
project and makes a number of recommendations for 
projects aiming to do similar work
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THE PROGRAMME
The Otesha Green Jobs Programme started 
in November 2010 and is still running. This 
report refers to the first two years of the Pro-
gramme, up to October 2012. The Programme 
set out to raise awareness of the green jobs agen-
da, and to demonstrate if and how successful 
models of green job creation in the USA could 
be brought to the UK. 

Otesha set up two interlinked strands of 
work: they developed a demonstration project, 
a practical exercise in coordinating a diverse 
group of organisations in taking fifteen young 
people through training in environmental lit-
eracy and into paid work – the Greener Jobs 
Pipeline. The learning from this demonstration 
informed campaigning and lobbying work, 
spreading awareness across the country of green 
jobs and seeking to influence policymakers.  
The East London Green Jobs Alliance tied these 
strands of work together. This new network of 
diverse organisations created a space for conver-
sation, and for innovative coalitions between 
public, private and third sector organisations. 
It acted as the platform for the Pipeline project, 
and it is becoming a resource for organisations 
across the country interested in furthering the 
green jobs agenda. 

BARRIERS TO SUCCESS
Otesha was unable to get the Pipeline pro-
ject off the ground in the initial timeframe. It 
proved impossible to secure guaranteed paid 
work placements in the chosen sector. There 
are a wide range of reasons for this, including 
the wider economic situation, the difficulties 
of coordinating diverse groups of stakehold-
ers, and the uncertainty surrounding national 
‘green’ policy.

THE EVALUATION  
FINDINGS
Intentionality CIC ran an independent small-
scale evaluation of Otesha’s Green Jobs Pro-
gramme. Intentionality developed a simple 
model of the intended activities, outputs, out-
comes and impacts to direct the research. Just as 

Otesha faced challenges in achieving their goals, 
so Intentionality faced challenges in effectively 
evaluating an evolving project. The evaluation 
found that there were some concrete successes 
– particularly the way the Roots of Success Cur-
riculum was taken up by several other organi-
sations – and that the work done building the 
East London Green Jobs Alliance has created a 
space for conversation and collaboration mov-
ing into the future. The evaluation took place 
early in the life of the Alliance and campaign 
work, and found indications that groundwork 
has been laid for future successes. Furthermore, 
the Green Jobs Programme was exploratory in 
nature, meaning the examination of progress 
against intended outcomes captures only part 
of the picture. Key learning and recommen-
dations (which may not map directly onto the 
evaluation model) are also significant and form 
a substantial part of this report.

KEY LEARNING AND  
RECOMMENDATIONS
Intentionality and Otesha undertook joint 
analysis of what can be learned from the Green 
Jobs Programme, drawing on Otesha’s experi-
ence, Intentionality’s interviews with key stake-
holders, and wider reading about the wider 
political and economic context. The learning is 
arranged under four headings, and nine recom-
mendations are given for organisations aiming 
to pursue similar projects. In summary:

THE IMPORTANCE  
OF POLICY 
Policy at all levels has an impact on the crea-
tion of green jobs. At a national level, there 
have been high levels of uncertainty created by 
‘green’ policy, influencing employers’ willing-
ness to invest in green jobs. Local policymakers 
such as Local Authorities and Housing Associa-
tions can also shape incentives for job creation. 
In addition, it is not just policy directly related 
to renewable energy and energy efficiency that 
is relevant; policy on apprenticeships, skills and 
welfare will also create changing barriers and 
opportunities in the coming months and years.

OTESHA AND INTENTIONALITY  
RECOMMEND THAT  
ORGANISATIONS:

1.  Explore at the outset how national 
and local policy shapes what 
employers will be able to offer to 
prospective job-tak-ers

2.  Look beyond ‘green policy’ and 
build your knowledge base on 
skills, apprenticeships, localism 
and welfare services in the area

EXECUTIVE SUMMARY
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CHOICE OF SECTOR
The opportunities for the creation of green 
jobs vary enormously across sectors. Otesha’s 
decision to target the renewable energy and 
energy efficiency sector was made on com-
pelling grounds, as it is likely to be one of the 
largest growth areas for green jobs in the UK. 
But there are a number of issues specific to the 
construction sector that enhanced the difficul-
ties encountered. In Otesha’s case, the project is 
moving forward into 2013 thanks to a local op-
portunity for funding in the horticulture sector.

RECOMMENDATIONS:

3.  Be cautious about targeting 
the construction sector, as it is 
currently challenging to arrange 
low-skilled / entry-level training 
and employment, but bear in mind 
it may still be an important source 
of green jobs in future

4.   Explore trusts and foundations 
that may have funding streams in 
your area relevant to the various 
policy areas: green jobs, localism, 
supporting young people, etc

COORDINATING  
NEEDS AND BUILDING 
RELATIONSHIPS
This heading relates particularly to the demon-
stration element of the work within the Alli-
ance. The creation of green jobs brings together 
organisations who may never have worked in 
coalition before. This creates exciting opportu-
nities, but it also presents a strategic challenge. 
Each partner in an alliance has its own time-
lines and restrictions. For Otesha, incompati-
bility across different kinds of organisations 
played an important role in preventing success. 
This was exacerbated by the limited timescale. 
The flexibility of the Roots of Success curricu-
lum is a great asset in this respect, and Otesha 
found one of the best approaches was to start by 
seeing how elements of the curriculum could fit 

with training already being provided by chari-
ties and educational institutions. A further key 
point was the importance of building relation-
ships with the various partners in the Alliance 
to increase the chances of success.

RECOMMENDATIONS:

5.   Start by looking at existing training 
provision in your area and see how 
some or all of the Roots of Success 
curriculum could be integrated

6.   Build strong relationships with 
key workers to mitigate as far as 
possible the risks of young people 
not being able to participate

STARTING AN ALLIANCE
Following the successful model in the US, local 
alliances will be a key component of the drive 
to create green jobs. After the important first 
step of bringing together a diverse group of 
stakeholders, however, the best way forward 
will depend on local conditions. Otesha dis-
covered a key tension in the initial model: us-
ing the Alliance as a platform for the Pipeline 
project drew resources into that element of the 
work to the detriment of the Alliance’s wider 
membership. This clarified the importance of 
considering what it means to be a member or 
supporter of the Alliance, and what commit-
ment should be requested. Otesha found that 
despite the variety in their membership, the ab-
sence or lack of engagement of some key groups 
may have impaired their chances of success.

Finally, and importantly, Otesha found a sec-
ond key tension in trying to operate at a level 
that was between the national and the very lo-
cal. Many of the barriers they faced were relat-
ed to national policy, and so they have shifted 
the emphasis of the East London Green Jobs 
Alliance; the intention now is for it to act as 
an umbrella resource or network for pockets of 
‘green jobs action’ across the UK. Otesha hopes 
that new and existing projects will find it useful 
to join a national network of organisations that 

share resources, learn from each other and ex-
pand the evidence base about green jobs availa-
ble to campaigners and policymakers.

RECOMMENDATIONS:

7.   Aim for clarity among members 
about what it means to be a mem-
ber or supporter of the Alliance

8.   Start a local conversation about 
green jobs with as diverse a group 
as possible from the outset, then 
be flexible and strategic about how 
the group develops

9.   Join the national conversation 
about green jobs through the 
network being created by the East 
London Green Jobs Alliance
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The Green Jobs movement began to gather 
pace in the United States in the early 2000s. 
By 2007 it had gained recognition in nation-
al policy with the Bush administration’s Green 
Jobs Act. Green Jobs then became a feature 
of the 2008 presidential election campaign as 
Obama pledged to spend $150 billion over 10 
years to create 5 million green collar jobs.1 The 
subsequent recession made job creation much 
more challenging and Obama, once in office, 
passed the American Recovery and Reinvest-
ment Act. As part of a huge stimulus package, 
the Act dedicated more than $90billion to lay-
ing the foundation for a clean energy economy, 
including $1bn for ‘green innovation and jobs 
training’.2

Boosted by federal funding, numerous projects 
created and sustained training and work place-
ment programmes for green jobs across the 
States. The Apollo Alliance is one of the best 
known groups in the country; it is a national 
coalition of business, trade union, environ-
mental and community groups that supports a 
franchised network of 18 state- and city-based 
organisations. The national coalition focuses 
on national policy while the franchised organ-
isations develop local models that respond to 
the industries and job opportunities specific to 
each locale.  The franchised organisations fol-
low the Apollo Alliance’s ‘Roundtable’ model 
of coalition building: four sectors (business, la-
bour, environmental and social justice groups) 
are brought together to establish the common 
ground that provides a platform for the crea-
tion of Green Jobs.

An example of this model in action is the 
Oakland Green Jobs Corp, based in Oakland, 
California. It works by three partners creating 
a pipeline through to work: the first is a col-
lege, which identifies and screens instructors 
and develops the curriculum; the second is an 
organisation with years of experience serving 

adults facing barriers to employment; and the 
third is a workforce intermediary, connecting 
graduates to local green employers. They link 
with the Oakland Green Employer Council – a 
circle of local green jobs employers who have 
committed to provide training opportunities 
– to link their trainees with paid work oppor-
tunities.3 This is one of many projects that has 
been established across the States successfully 
coordinating the needs of a diverse group of 
stakeholders. A number of case study exam-
ples can be found in a report produced by the 
Ella Baker Centre for Human Rights Making 
Green Work: Best Practices in Green Collar Job 
Training (2010).

Many of these projects utilise an environmen-
tal literacy curriculum developed by Professor 
Raquel Pinderhughes at San Francisco State 
University. The ‘Roots of Success’ curriculum 
it combines training in environmental litera-
cy, academic literacy and job readiness, giving 
comprehensive support in helping people to 
move closer to the job market. The programme 
is flexible – some or all of the modules may be 
adopted by a training programme – and has 
been adopted at multiple locations across the 
US.

Overall, the Green Jobs movement in the States 
has faced numerous problems – not as many 
jobs have been created as was hoped for, for a 
number of reasons4 – but it has demonstrated 
what is possible. Diverse alliances have worked 
together to bring people out of unemployment 
and into high quality jobs that also help to pro-
mote a cleaner environment. A key drive be-
hind Otesha’s work was the desire to see if and 
how these successful models could be trans-
ferred to the UK.

The origins of Otesha’s Green 
Jobs Programme are in the United 
States, where the Green Jobs 
movement has enjoyed a rela-
tively high profile over the past 
decade or so. This section of the 
report briefly explores the Ameri-
can inspiration for Otesha’s work, 
before looking into the vision for 
how it was to move forwards in 
the UK. It then goes on to give an 
account of what has taken place 
over this phase of the work.

SECTION ONE:  
THE STORY SO FAR

GREEN JOBS IN  
THE UNITED STATES

1 IPPR (2011) Green Expectations page 6

2 IPPR (2011) Green Expectations page 6

3  Ella Baker Centre (2010) Making Green Work. 

This report summarises learning from seven 

green collar jobs organisations in the States, 

as well as presenting considerable detail about 

considerations that need to be made when 

starting a green jobs programme. In the US 

a distinction is often made between ‘green 

jobs’ and ‘green collar jobs’, where the latter by 

definition provides a family-supporting wage 

and a clear career path as well as contributing 

to improving the environment.

4  Identified in Green Expectations as a com-

bination of high unemployment and lack of 

economic recovery, and some design flaws in 

the policy, which underinvested in key industry 

areas (page 10).
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There are, of course, key differences be-
tween the US and UK context that will 
impact on the transferability of these mod-
els.  There is more heavy industry in the 
US, for example, and the political system 
is less centralised, with more freedom at a 
sub-national level.5  In addition, the UK 
has to observe an additional layer of policy 
at the European level, which includes an 
obligation for the UK to provide 15 per 
cent of its energy from renewable sources 
by 2020.6 Policymakers, campaigners and 
practitioners in the UK therefore face a 
different set of incentives and opportuni-
ties for change.

2010 saw a new Coalition Government 
for the UK that pledged a ‘Green Deal’ 
that would aid transition towards a more 
sustainable economy. Energy and Climate 
Change Secretary Chris Huhne suggest-
ed that the scheme could create up to 
250,000 jobs in home insulation, while a 
study from 2009 estimated that employ-
ment in ‘low-carbon and environmental 
goods and services’ could grow by up to 
400,000 jobs by 2017.7

However, the Green Jobs movement in 
the UK was not as developed as that in the 
States, and this was one of the drivers for 
public policy think-tank IPPR to arrange 
a learning exchange to the West Coast of 
the States, in March 2011. Otesha was one 
of the group of community leaders, trade 
union and NGO representatives to attend, 
and it was here that they met the Calouste 
Gulbenkian Foundation, who were willing 

to fund a programme of work testing the 
transferability of green jobs to the UK. 

It was out of this exchange that IPPR 
produced the 2011 report Green Expec-
tations: Lessons from the US Green Jobs 
Market, researching the transferability of 
successful models from the US to the UK 
context. The demonstration element of 
Otesha’s Green Jobs Programme, among 
other things, was intended to complement 
this research with a practical exploration of 
what was possible for Green Jobs creation 
in the UK.

TRANSFERRING  
TO THE UK

5 IPPR (2011) Green Expectations page 3

6  See http://www.decc.gov.uk/en/content/cms/

meeting_energy/renewable_ener/renew_obs/

renew_obs.aspx  (accessed 7 December 2012) 

7  Figures from IPPR (2010) Green Expectations 

page 2
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THE PLAN  
OF ACTION

Otesha designed a two-phase, two-strand 
programme of work. Phase one was a 
research exercise intended to scope out 
the possibilities and best strategy for trans-
ferring the US model to the UK. Phase 
two then embarked on the a programme 
of work combining two strands:

•	 The	demonstration	strand	would	
see	the	setup	of	a	demonstration	
‘Pipeline	project’.	The	aim	was	
to	coordinate	a	diverse	group	of	
organisations	in	creating	a	pipeline	
for	15	disadvantaged	young	people	
through	training	and	into	paid	work.	
A	key	part	of	this	practical	work	was	
the	adaptation	of	the	Pinderhughes	
Roots	of	Success	curriculum	to	the	
UK	context.

•	 The	campaigning	and	lobbying	work	
would	then	promote	the	lessons	
learned	from	the	demonstration,	
inspiring	other	organisations	to	follow	
suit,	and	providing	an	evidence	base	
for	conversations	with	policymakers	
about	the	potential	for	growing	Green	
Jobs	in	the	UK.

Holding these two strands together was the 
East London Green Jobs Alliance, which 
had grown out of a roundtable discussion 
convened by Otesha in late 2010. The 
Alliance had been established in February 
2011 and had already begun to explore 
the possibilities for creating Green Jobs in 
the East London area. With the impetus 
of funding from Calouste Gulbenkian and 
the inspiration from the learning exchange, 
work could really begin on finding out 
what was possible in creating green jobs 
programmes in the UK.

AND WHAT HAPPENED? 
THE DEMONSTRATION 
PROJECT
Though a large amount of time and en-
ergy went into exploring numerous possi-
bilities, Otesha were unfortunately unable 
to get the Pipeline project off the ground 
in the initial timeframe, for a variety of 
reasons. This section recounts the timeline 
of events, while Section Three provides 
more detailed consideration of what can 
be learned from their experience. 

Note: At the time of writing in Janu-
ary 2013, there are plans in place for the 
first cohort of pipeline trainees to begin a 
course on horticulture in April 2013. 

GROUNDWORK FOR DE-
VELOPING THE PIPELINE
The timeline for the project was relative-
ly tight, as work commenced fully in July 
2011, and funding was expected to last 
until the end of 2012. As a result of the 
research phase Otesha decided to focus on 
solar panel installation and insulation fit-
ting as industries likely to have entry-level 
paid employment or work placements.8  A 
key lesson from the States had been the 
importance of having employers involved 
from the outset of the project, and so Ote-
sha began to make links and build relation-
ships with businesses and trade unions. 

Otesha also began to build a network of 
educational providers, agencies working 
with young people and environmental 
and community organisations. The East 
London Green Jobs Alliance was used as a 
platform for building this network, and as 
different possibilities opened up, working 
groups were created within the Alliance 

membership to focus on creating workable 
solutions.

Alongside, the team at Otesha adapted 
the Roots of Success curriculum to make 
it relevant to the UK context. Academics 
and other experts were consulted to ensure 
its accuracy, and Professor Pinderhughes 
herself provided training to Otesha staff 
for delivering the curriculum. Ownership 
rights of the curriculum remain with the 
author and a license is required to deliver 
the training; as such Otesha became the 
first licensed practitioners for Roots of 
Success in the UK.

BARRIERS TO SUCCESS
Over time it became clear it was not go-
ing to be easy to find an employer willing 
to commit to any number of work place-
ments. Numerous meetings with potential 
employers were set up, ranging from small 
community social enterprises to nation-
al construction companies. Otesha were 
committed to finding an employer before 
going ahead with other parts of the pro-
ject, but this lengthy process started to de-
lay the project. 

Eventually, by March 2012, a small com-
munity enterprise (Transition Town Brix-
ton ‘TTB’ Community Draughtbusters) 
put itself forward to take trainees on for 
their work in improving insulation in 
domestic properties.9. The first cohort of 
trainees was due to start training in May 
2012, and to be ready for their paid work 
placement by September.  

Unfortunately, two months after the agree-
ment had been made the arrangement 
with TTB Community Draughtbusters 
fell through, as a result of a change in the 

8   More information on the choice of sector is 

contained in Section Three

9   At this point Intentionality was brought in to 

design an evaluation that would capture the 

social impact of the Pipeline.
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employer’s own pipeline of suitable work.  
The employer could only commit to work 
experience for a small number of young 
people, leaving Otesha without the place-
ments they needed to follow the training.

By this point, a number of young people 
had expressed an interest in the project and 
training had been set up with a local col-
lege. This side of the project had not been 
without its frustrations either; the college 
was restricted by its own very specific 
funding requirements, and the workable 
arrangement they arrived at was available 
only for young people between the ages of 
16 and 18. Frustratingly, a number of peo-
ple aged 19+ had had to be turned away 
from the project and directed towards oth-
er opportunities.

Otesha decided to go ahead registering 
young people for the training, despite the 
lack of guaranteed work at the end. Unfor-
tunately, this process did not go smooth-
ly either. Only a small number of young 
people were able to attend the information 
and interview day due to factors explored 
further in Section Three; it was not feasible 
to run the training with small numbers, 
and so Otesha supported these young peo-
ple onto other training programmes. 

OTHER OPPORTUNITIES
Though the Pipeline hit large barriers, the 
undoubted success of the demonstration 
work so far has been the unanticipated 
takeup of the Roots of Success curricu-
lum. So far The Prince’s Trust, a national 
youth charity, Bikeworks, a local social 
enterprise in London, and Wormwood 
Scrubs, a Category B men’s prison, have 
integrated components of the curriculum 
into their existing training and education 
programmes. To date, 27 trainees have 
participated, and feedback on the style and 
content of the curriculum has been posi-
tive.10

CAMPAIGNING AND 
LOBBYING
At its conception, it was hoped that the 
campaign work taking place over the sum-
mer of 2012 could showcase the success 
of the Pipeline demonstration in creating 
green jobs. Instead, the campaign work 
drew on the learning from facing obstacles 
to success. Overall, Otesha:

•	 attended	the	UN	Rio+20	Earth	
Summit	in	Rio	de	Janeiro	as	part	
of	the	Rio+20	Adopt	a	Negotiator	
Project,	which	took	2000	young	
people	to	the	Summit.	They	had	the	
chance	to	speak	on	a	panel	about	
their	experiences	of	the	Green	Jobs	
Programme,	to	get	a	front-seat	view	
of	the	process	of	negotiation	at	the	
Summit,	to	lobby	UK	negotiators	
including	then	Environment	Secretary	
Caroline	Spelman	and	Deputy	PM	
Nick	Clegg,	and	to	meet	a	large	
number	of	other	campaigners	from	
across	the	world.

•	 joined	the	One	Million	Climate	Jobs	
Caravan,	which	toured	the	north	and	
south	of	the	UK	for	a	number	of	weeks	
over	the	summer	of	2012.	Otesha	rode	
in	the	‘One	Million	Climate	Jobs’	vans	
on	a	journey	taking	in	Birmingham,	
Southampton,	Portsmouth,	Brighton	
and	Manchester.	The	vans	drove	
between	city	centres,	setting	up	a	stall	
through	the	day	and	calling	public	
meetings	in	the	evenings.	In	this	way	
they	could	talk	to	people	out	on	the	
streets	about	the	opportunities	the	
Government	has	to	invest	in	climate	
jobs,	asking	them	to	sign	petitions	
and	offering	them	information	on	
the	different	campaigns	taking	place	
across	the	UK.11

•	 wrote	for	a	large	number	of	external	
publications,	including	blogs	and	
articles	for	the	Adopt	a	Negotiator	
project,	10:10	Global,	12	the	New	
Economics	Foundation,13	the	Green	
Economy	Coalition,14	The	F	Word,	
Outreach	Magazine,	FE	News,	Energy	
Royd,	The	Multicultural	Politic,	Triple	
Pundit,	The	Ecologist,	Positive	News,	
Construction	News	and	The	Occupied	
Times,	as	well	as	the	Alliance	website	
and	the	Otesha	website.

•	 spoke	at	a	number	of	live	events,	
including	the	TUC	‘Green	Up,	Skill	
Up’	conference,	the	Green	Jobs	
and	Sustainable	Futures	panel	at	
Glastonbury	Festival,	Cambridge	
Climate	Forum	at	Cambridge	
University,	the	Changemakers’	
Fayre	at	Hub	Westminster,	the	Local	
Government	Association	Conference	
in	Westminster,	a	seminar	at	the	
Work	Foundation,	and	the	Base	Leeds	
Conference.	They	were	invited	to	give	
a	presentation	on	the	Green	Economy	
to	the	Economy	Committee	of	the	
London	Assembly,	and	contributed	
to	online	Green	Jobs	Webinars	for	
UKYCC	and	Change	Agents	UK.	In	
addition,	Otesha	contributed	to	the	
Global	Transition	Dialogue	coordinated	
by	the	Stakeholder	Forum	and	New	
Economics	Foundation,	convened	
the	Green	Jobs	discussion	group,	and	
peer-reviewed	the	Challenge	Paper	on	
green	jobs.

10  The feedback has been reported in Section Two, as 

part of the evaluation.

11  More information about the tour is in Otesha’s blog: 

http://www.otesha.org.uk/blog/5257/green-our-

jobs/road-trip.html

12  See http://www.1010global.org/uk/2011/07/

hanna-thomas-what-green-job-economy  

And http://www.1010global.org/uk/2011/07/

hanna-thomas-what-green-job-economy13 http://

www.neweconomics.org/blog/2011/12/22/

what-are-the-barriers-harming-green-job-creation 

14 http://www.greeneconomycoalition.org/know-

how/green-economy-new-jobs-new-generation

13   http://www.neweconomics.org/blog/2011/12/22/

what-are-the-barriers-harming-green-job-creation 

14   http://www.greeneconomycoalition.org/know-

how/green-economy-new-jobs-new-generation
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This section evaluates the pro-
gress made so far by Otesha in 
achieving various outcomes of 
the Green Jobs Programme. 
By evaluation, we mean the  
process of :

•	 setting	out	the	key	outcomes	for	the	
programme	of	work,	then	

•	 collecting	information	from	a	number	
of	key	stakeholders;	

analysing the information to give an 
account of which outcomes have been 
achieved, which have proven more of a 
challenge, and why.

We developed a simple model, set out on 
the next page, that we used to structure 
the evaluation. As well as our interviews 
with key Otesha staff, we spoke to eight 
other stakeholders including a think tank, 
two community organisations, interna-
tional policymakers, funders and a large 

environmental charity. We also ran an 
online survey with Alliance members and 
attended an Alliance meeting.15 

This was a small-scale evaluation, and 
we do not consider the evidence we have 
collected to be fully representative of 
opinions across all stakeholders. It does, 
however, allow us to bring together a vari-
ety of viewpoints on Otesha’s programme 
of work and present a picture of progress 
against intended outcomes.

SECTION TWO:  
THE EVALUATION – 
OUTCOMES SO FAR

15  Unfortunately we only received six responses to the 

survey. Reflections on our evaluation methodology 

are contained in Appendix 2
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INPUTS ACTIVITIES OUTCOMES IMPACTS

WHAT GOES INTO THE 
PROJECT?

WHAT ARE THE 
RESOURCES USED FOR?

WHAT ARE THE INTENDED 
OUTCOMES?

WHAT OVERALL CHANGES 
ARE THESE OUTCOMES 
CONTRIBUTING TO?

Over 2 years between January 
2011 and December 2012:

Financial: 

•   £74,500 in grant funding 

Inputs in-kind:

•   £550 (meeting room space)

•    278 hours of time contribut-
ed by Alliance members and 
others at an estimated cost 
of £8,575

1. Conduct	research	into	how	

to	replicate/translate	the	

successful	US	model	to	the	

UK,	and	which	sector	to	

target	for	finding	jobs

2. Build	membership	of	the	

East	London	Green	Jobs	

Alliance;	build	an	Alliance	

website	and	related	online	

resources

3. Through	this	network:	

Recruit	participants	for	the	

training

•	 Arrange	provision	of	

training	course

•	 Share	knowledge

•	 Make	links	with	

employers	willing	to	

provide	apprenticeship	

places

4. Adapt	Environmental	

Literacy	Curriculum	for	

training	course	(	from	the	

Pinderhughes	Roots	Of	

Success	curriculum)

5. Provide	trainees	(young	

people)	with:

•	 wraparound	support	

pre-employment	

training

•	 link	to	work	placements

•	 signposting	to	other	

services

6. Use	learning	from	

demonstration	to	campaign	

and	lobby	for	green	jobs

•	 Write	articles	and	blogs	

Speak	at	conferences,	

seminars	and	other	

public	events

•	 Share	best	practices	

with	other	grassroots	

groups	looking	to	set	up	

green	jobs	projects	or	

Alliances

•	 Lobby	decision-makers	

through	policy	papers,	

private	meetings	and	

presentations

Bringing together a diverse group 

of organisations in the Alliance 

creates a space for conversation 

about how best to move forwards 

the green jobs agenda. Members 

are

1. More	aware	of	the	agenda	
and	possibilities	for	
change

2. Inspired	to	explore	how	
they	could	become	
involved	in	green	jobs	/	
enthused	to	continue	their	
own	work	in	the	field

3. Better	connected	to	other	
organisations

Setting up the Pipeline project 

leads to

4. The	15	young	people	
gaining	new	skills	and	
valuable	work	experience,	
and	increased	confidence	
in	the	workplace.	Some	
will	be	inspired	by	the	
green	agenda	and	use	it	
to	shape	their	next	career	
steps

5. Expanded	knowledge	
about	what	is	possible	/	
not	possible	for	creating	
green	jobs	in	the	UK

Roots of Success training leads to 

6. Trainees	having	a	
greater	awareness	of	
environmental	issues	and	
possible	career	paths.	

The campaign work leads to:

7. Other	community	

/	environmental	

organisations	being	inspired	

to	promote/create	green	

jobs	programmes

8. Sharing	of	learning/

knowledge,	building	a	

stronger	foundation	for	

lobbying	decision-makers

Networks	of	diverse	organisations	

committed	to	creating	green	jobs	

develop	across	the	UK	are	created

Training	schemes		/	apprentice-

ships	in	green	skills	are	available	

at	multiple	locations	across	the	

UK.	Young	people	are	inspired	by	

the	green	agenda	and	take	those	

values	into	their	future	careers.

Improved	awareness	across	the	

UK	of	the	existence	of	green	jobs	

and	their	potential	for	positive	

social	change.

Policy	barriers	at	local,	regional	

and	national	levels	are	reduced	or	

removed.	Policy	encourages	and	

supports	the	creation	of	green	

jobs.

12/25



THE EVALUATION –  
OUTCOMES SO FAR  
CONTINUED

1.  OUTCOMES OF  
THE ALLIANCE 

The main objective of the Alliance was to 
create a space for conversation between a 
diverse group of organisations about how 
to move the green jobs agenda forwards. 
This would lead to members being 

1. More	aware	of	the	green	jobs	
agenda	and	possibilities	for	
change

2. Inspired	to	explore	how	they	could	
become	involved	in	green	jobs	/	
enthused	to	continue	their	own	
work	in	the	field

3. Better	connected	to	other	
organisations

Firstly, the Alliance certainly qualifies as 
‘diverse’. Across the seven Alliance meet-
ings that have been held, 52 people have 
attended at least one of the meetings (not 
including Otesha staff and volunteers) 
from 38 different organisations.  Within 
these 38 organisations were national 
charities, environmental charities, trade 
unions, local authorities, social enterpris-
es, small community organisations, think 
tanks, colleges, job centres, campaign 
groups and housing associations. 

This diversity was appreciated by inter-
viewees. One Alliance member comment-
ed that “[Otesha] are very successful at 
bringing together diverse sets of people”, 
while another said that:

 “The diversity [of Alliance meet-
ings] was one of the reasons why it 
was exciting”

Alliance member from an environmental 
charity, interview

Indeed, these comments reflect the 
general enthusiasm we encountered across 
interviewees for being ‘at the table’ with 
groups that they do not normally come 
into contact with.  

Perhaps partly as a function of this 
diversity, it seems that the space cre-
ated by the Alliance may also lead to 
new collaborations and connections 
between members. It is currently early 
in the process for concrete plans to have 
come into being, but there are signs this 
may come about. One attendee at the 
Alliance meeting commented “I’ve had 
a couple of lightbulb moments. There’s 
some synergies here – I’m going to make 
some new links”, while one of the survey 
respondents informed us that, through 
the Alliance,

“Two  organisations have contact-
ed us who want to link their train-
ing agenda with the work place-
ment opportunities we offer in an 
environmental social enterprise”

Charity / community organisation with 
environmental focus; survey response

Another three of the six survey respond-
ents said that though they had not yet 
made any new connections, they intended 
to. Finally, an interviewee told us that he 
had heard about another project in his 
area through the Alliance network, and 
has followed up this connection inde-
pendently of the Alliance. It is not yet 
clear whether this will lead to collabora-
tive working, but a new relationship has 
been formed.

The evaluation methodology 
was to use the data to an-
alyse progress against four 
key outcome areas:

1. Outcomes of the Alliance

2. Pipeline outcomes

3.  Roots of Success  
outcomes

4.  Campaigning and lobby-
ing outcomes
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We also found that involvement with 
the Alliance has lead to some improve-
ment in members’ understanding and 
awareness of the green agenda. All of 
the survey respondents said their aware-
ness had improved as a result of joining; 
one commented that “involvement in the 
Alliance has led to greater understand-
ing of the context and situation.” One 
interviewee, similarly, said that attending 
Alliance meetings had helped them to 
clarify who was who in the green jobs 
world, and how they should understand 
the issues involved:

“The Alliance helped us to navi-
gate who was who in the world of 
green jobs, what had been done 
before, what was possibly going 
to be done in future, what the key 
arguments were, where the evi-
dence was and importantly things 
around definitions – that learning 
and that reflection that we’ve been 
able to have has enabled us to have 
a definition of green jobs of our 
own.”

Alliance member; interview

Overall, comments on the facilitation of 
the Alliance by Otesha have been very 
positive. One survey respondent consid-
ered the Alliance to be “extremely well 
organised”, while an interviewee told us 
that 

“Otesha used their facilitation 
skills to make something happen 
that was exciting”

Environmental campaign organisation and 
Alliance member; interview

There were only a couple of comments 
around potential improvements.

There was some awareness that key groups 
were missing from the Alliance meetings. 
One interviewee noted that “we didn’t 
have the actual enterprises sitting round 
the table.” Local Authorities were also 
identified as a key group who were under-
represented: 

“I didn’t detect any engagement at 
all really from the Local Authori-
ties, which is a missed opportuni-
ty – particularly with the carbon 
reduction agenda, I would have 
thought that would be a good fit.  
It would have raised the profile of 
what we are trying to do.”

Alliance member, interview

Local authorities did in fact attend some 
Alliance meetings, but did not become 
actively involved. It may or may not be 
the case that their lack of involvement has 
had an impact; the work is still in a form-
ative stage and there is scope for greater 
involvement in future. Engagement of 
employers is, of course, crucial, and will 
be discussed at greater length below in the 
section on Pipeline outcomes. 

There is also a general area for reflection 
around the nature of the Alliance and its 
membership. A dual-level focus emerged 
in the work of the Alliance. The Alliance 
launch event in September 2011 drew in 
a wide range of people and organisations 
showing an interest in the green jobs 
agenda, while the concentrated work on 
trying to get the demonstration Pipeline 
working drew the focus of the Alliance to 
smaller working groups. 

This may help explain why membership 
of the Alliance has been very transitive. 
Looking at the attendance records, 34 
people (67%) attended just one meet-
ing, 14 out of 51 (27%) went twice and 
just three people attended three or more 
times. The members we spoke to had 
been to only one or two meetings, and 
generally did not feel they were fully in 
touch with the work of the Alliance. It is 
possible they could see that concentrated 
work was ongoing in the working groups 
rather than through the Alliance meet-
ings.

This is not necessarily a bad thing, 
depending on what the Alliance is trying 
to achieve. Changing membership meant 
a stream of new organisations came to 
attend meetings – there was an open 
opportunity for them to come and learn 
about the Alliance, then take this learning 
into their field of work. As a result, there 
was a challenge in catering for people at 
each meeting who needed an introduc-
tion to the work, which in turn made 
it harder to gather momentum on joint 
projects or to build from one session to 
another.  This may be problematic if the 
Alliance is acting as a platform for getting 
a demonstration project of the ground, 
but less so if it is acting more as a resource 
and reference point for green jobs organ-
isations across the country.  As expanded 
on in Section Three, the realignment of 
the aims of the Alliance will hopefully 
address the tensions caused by the early 
stages of the Alliance model.
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THE EVALUATION –  
OUTCOMES SO FAR  
CONTINUED

2.  PIPELINE OUTCOMES 

The Pipeline did not take off in the 
initial timeframe, for reasons explored 
in Sections 1 and 3 of the report. As a 
result, at this stage there are not any core 
outcomes to report on this element of the 
programme, but there are other impacts 
that should be noted:

•	 The	14	young	people	who	did	
register	for	the	programme	
received	guidance	from	Otesha	
staff,	who	were	able	to	signpost	
them	on	to	other	work.	

•	 Having	gone	through	the	process	
of	trying	to	get	the	Pipeline	to	
work,	a	potential	employer	for	
the	project,	a	small	community	
organisation,	told	us	that	working	
in	partnership	had	changed	their	
perspective	on	the	process	of	
collaboration:

“It helped us be more aware of the 
expectations of other organisations 
... it turned out that some of our 
own understanding about how we 
were going to do things weren’t as 
clear as we thought they were.  So, 
our capacity to take on trainees, for 
example, and provide them with 
paid work experience ... it wasn’t 
something we’d thought about 
from anyone else’s perspective, so 
we now understand their perspec-
tive better.”

Potential Pipeline employer and Alliance 
member, interview

•	 It	is	likely	that	similar	learning	
took	place	for	other	groups	
involved	in	negotiations.	Several	

organisations	were	involved	
in	an	innovative	attempt	to	
collaborate	in	unusual	ways,	who	
will	hopefully	have	learned	lessons	
that	they	can	take	into	their	future	
work.

3.  ROOTS OF SUCCESS 
OUTCOMES 

The curriculum has emerged as an unex-
pected standalone success. Elements of 
the curriculum have now been piloted by 
the Prince’s Trust with 11 trainees, with 
a community organisation in London 
called Bikeworks with six trainees, and 
with Wormwood Scrubs prison with a 
further 10 trainees. Otesha are in contact 
with a further five organisations interested 
in using the curriculum themselves.

We were unable to collect data directly 
from the trainees, but indirect feedback 
and some interview comments indicate 
that the training has been well-received. A 
small community organisation who had 
been looking into using the curriculum 
said in interview that the interactive and 
multimedia design of the curriculum is 
good for communicating the content in 
an engaging way. One student comment-
ed on the feedback form that the course 
was “Well put together and structured 
– nothing out of place”, and another that 
“The module and project is all round ben-
eficial”. Many of the students commented 
on the impact the course has had: one 
commented that “Seeing videos today 
have made me feel like making others 
aware of issues”, and another that “as a 
surveyor I want to become more involved 
with projects which encourage sustainable 
energy and growth, through attending 
this course.”

The evaluation methodology 
was to use the data to an-
alyse progress against four 
key outcome areas:

1. Outcomes of the Alliance

2. Pipeline outcomes

3.  Roots of Success  
outcomes

4.  Campaigning and lobby-
ing outcomes
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A more comprehensive evaluation would 
be required to say with any certainty what 
outcomes and impact are achieved by the 
Roots of Success curriculum, but indica-
tions so far show positive results.

4.  CAMPAIGNING AND 
LOBBYING OUTCOMES

Campaigning and lobbying outcomes 
are notoriously difficult to capture, and 
were not the focus of our small-scale 
evaluation. As with much of this work, 
the immediate effect of campaign work 
may be creating ideas or starting conver-
sations that then take months or even 
years to materialise as hard outcomes. 
Similarly, lobbying activities are part of a 
process involving hundreds of people and 
multi-stage, complex decisions.  

As a result, we can only point to signs 
that the campaign work has led to other 
organisations being inspired to contribute 
to the work of green jobs. So far, we can 
report that:

•	 Otesha	are	aware	of	three	
organisations	who	have	picked	up	
their	work	on	the	Alliance	and	are	
looking	into	replicating	it.16	

•	 One	interviewee	also	commented	
that	involvement	with	the	
Alliance	had	informed	their	own	
campaigning	activities:

“It helped create a bedrock that 
holds up our engagement of the 
issue – and we definitely carry 
this forward when we go and talk 
about green jobs. It has had a 
tremendous influence in the initial 
stages of our campaign”

Alliance member, environmental campaign 
group, Interview

•	 Finally,	an	interviewee	from	
a	public	policy	think-tank	
commented	on	the	value	of	
demonstration	of	the	barriers	
facing	organisations	operating	at	

a	grassroots	level:

“Demonstration projects are very 
useful to have. Ministers talk about 
creation of opportunities, but 
Otesha has first hand experience of 
how difficult it is to create jobs for 
those who need them the most.”

Public policy think-tank researcher,  
interview

SUMMARY

Overall, the evidence we have gathered 
indicates that the Alliance has certainly 
created a space for conversation between 
a diverse array of organisations, and some 
changes have already begun to take place 
as a result. Organisations have improved 
awareness and knowledge of the green 
jobs agenda, at least some members have 
been inspired or excited by the possibili-
ties of collaboration, and new connections 
have been established between members. 
Most importantly, this can be considered 
to have laid the foundations for future 
collaboration and work; members will 
continue their own projects in the knowl-
edge that the Alliance exists as a resource 
that could be brought into future work.

The Roots of Success curriculum has 
turned out to carry great potential for 
developing environmental literacy and, 
potentially, awareness of green jobs. It is 
a flexible tool that can be integrated into 
existing provision, and signs are that it 
is well-received by its target audience. 
Moreover, we are not aware of any direct 
equivalents in the UK. 

Due to the small scale of this evaluation, 
the relatively early stage in the develop-
ment of this programme of work and 
the intangible nature of campaigning 
and lobbying outcomes, we do not have  
much evidence on the impact of the 
campaigning and lobbying element of 
the work. This has no reflection on the 
effectiveness of Otesha’s activities over the 
past two years.

16  One of which can be seen in this blog: http://www.

energyroyd.org.uk/archives/tag/green-jobs-alli-

ance-calderdale
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This section has been developed in 
partnership with Otesha, drawing in 
additional material from interviews with 
stakeholders and wider reading of key 
reports and articles.  We first look at the 
factors affecting the demonstration Pipe-
line project and the attempt to get young 
people into jobs, with a focus on three key 
areas of learning

•	 The	importance	of	policy

•	 The	choice	of	sector

•	 The	challenge	of	coordinating	
conflicting	needs	and	building	
relationships

We then go on to look at key learning 
around the formation of the Alliance, 
and its role in promoting the green jobs 
agenda.

THE PIPELINE - GETTING 
YOUNG PEOPLE INTO 
JOBS

THE IMPORTANCE OF POLICY

The availability of entry-level green jobs is 
shaped by a whole range of policy incen-
tives, at both a national and local level. 

NATIONAL POLICY ON RENEWABLE 
ENERGY AND ENERGY EFFICIENCY

The construction sector and installation 
of renewable energy technology – the 
sectors initially targeted by Otesha for the 
demonstration project – are particularly 
responsive to government policy. As an 
interviewee from a leading think-tank 
explained to us, “the whole area of re-
newable energy is very policy-led, as there 
are often market failures the government 
needs to resolve.” 

In the UK, though there is large scope for 
job creation, government policy in this 
field has created considerable uncertainty 
over the past few years. Government 
Feed-In Tariffs were cut in December 
2011 amidst a cloud of uncertainty about 
the policy that persisted even after the 
decision had been announced.17 The 
Government’s Green Deal of October 
2012 signals a change in tactics, as it aims 
to continue support not through subsidy 
but through providing low-interest loans. 
It is not yet clear how the Green Deal will 
change incentives to invest in energy effi-
ciency, and so the uncertainty continues 
as to what the demand for green skills will 

be. This uncertainty has an effect both 
on consumer demand and on whether 
investors choose to put their money into 
green technology. In comparison, the 
areas in the US that have successfully set 
up pipeline projects had the certainty of 
funding lasting up to three years.18

Furthermore, opportunities for coordi-
nating policy across different fields are 
being missed. New planning regulations 
announced in September 2012 could 
have specified energy efficiency measures 
as a compulsory requirement (but failed 
to do so), which would have boosted the 
demand for green skills.19

Overall, the policy environment in the 
renewable energy and energy efficiency 
sectors turned out to be very challenging 
for a project attempting to gain com-
mitments from employers for paid work 
placements. This was one of the contrib-
uting factors to the Pipeline not getting 
off the ground in the initial timeframe. 
In this case, it may not have been possible 
to react to the change in policy quickly 
enough, but it shows that an understand-
ing of policy is key to maximising chances 
of success.

LOCAL POLICY

This learning extends to local authorities 
and housing associations. Their roles as 
key players in a local economy mean they 
could play an important and influential 
role in a green jobs project.  For example, 
when these organisations commission 

SECTION THREE:  
LEARNING AND  
RECOMMENDATIONS

17  See, for example, this BBC news article: http://

www.bbc.co.uk/news/business-16721328 and 

this blog post: http://www.goodenergy.co.uk/

blog/2012/01/19/fit-update-government-

acts-to-quell-uncertainty-around-the-feed-in-

tariff 

18 See IPPR (2011) Green Expectations

19  See http://www.building.co.uk/sustainability/

cameron%E2%80%99s-u-turn-cuts-green-

deal-take-up-by-22m-homes/5042591.article
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large contracts, they can potentially create 
certainty for businesses, giving them con-
fidence to enter into schemes of work.20 
Though they were present in the Alliance, 
this was not something that the Pipeline 
project was able to take advantage of.

LOOKING BEYOND GREEN POLICY

Though policy around green measures 
such as renewable energy and energy 
efficiency have far-reaching effects on the 
demand for green skills, other policy areas 
are also important for creating green jobs.

Firstly, the policy landscape on ap-
prenticeships and skills will shape the 
opportunities that are available.  Appren-
ticeships may become more of a policy 
priority in coming months and years as 
the Coalition government is pressured to 
address issues of youth unemployment.21 
Changes to policy on vocational skills and 
training may also lead to new sources of 
funding becoming available that could 
form part of a green jobs programme. 

The raft of welfare legislation also affects 
whether the young people who are most 
in need of entry level, low-skill jobs such 
are able to access them. The Educational 
Maintenance Allowance, for example, 
had previously given young people a small 
income that could be used for travelling 
to interviews and work placements; there 
is now some evidence that NEET rates 
have risen as a result of EMA being cut.22 
This has implications for the ability of 
some groups of young people to gain 
access to training. Ongoing cuts to hous-
ing and other benefits may mean young 
people are increasingly living in difficult 
circumstances that prevent them accessing 
training or work.

The Pipeline project was trying to reach 
the young people being affected by these 
cuts. There are signs they were a factor 
affecting the numbers who attended: de-
spite initial interest from almost 20 young 
people, on the day of registration only 
three were unable to turn up. The reasons 
Otesha were given highlights the kinds of 
problems these young people face, as one 
young person had been arrested, another 
was injured, and others had family prob-

lems and housing problems.

OUR RECOMMENDATIONS TO  
ORGANISATIONS STARTING A GREEN 
JOBS PROGRAMME:

1. Explore	at	the	outset	how	national	
and	local	policy	shapes	what	
employers	will	be	able	to	offer

2. Look	beyond	‘green	policy’	and	
build	your	knowledge	base	on	
skills,	apprenticeships,	localism	
and	welfare	services	in	the	area

CHOICE OF SECTOR
The choice of sector has turned out to 
have big implications for finding an 
employer. 

There were compelling reasons to target 
the construction industry for finding an 
employer. Government-specified targets 
were set to transform the skills required 
in the sector. For example, the 2008 
Climate Change Act specified heating 
consumption should be reduced by 80 
per cent in new homes from 2008, while 
the Committee on Climate Change 
(CCC) suggested a programme for older 
buildings of insulating lofts and walls, 
window double glazing, installation of 
heat pumps, and increasing use of energy 
efficient appliances.23 

The sector also employs a substantial 
proportion of the UK workforce. “With 
2.2 million workers in 2009, the industry 
is one of the largest UK employers, 
accounting for approximately 300 billion 
pounds or 8.3% of the country’s overall 
economic activity.”24

There were also advantages to the kinds 
of jobs being created in the construction 
sector.  The skills required for fitting insu-
lation were relatively low-level, meaning 
the scheme could have an impact on local 
jobs provision potentially quite quickly. 
There are lots of opportunities for people 
to progress their skills, and the use of tem-
porary contracts means the labour force is 
more flexible. Other sectors may provide 
more stable opportunities, but there are 
likely to be fewer of them, and require 
a longer time to develop the necessary 
skills.25

However, there are significant disadvan-
tages to trying to coordinate with the 
construction sector in its current state. 
Otesha’s experience is backed up by aca-
demic evidence that “the UK construction 
industry is poorly organized, inefficient 
[and] badly managed”. Skills and training 
among workers is also poorly run and 
fragmented.26  In addition, the sector has 
experienced huge job losses, meaning that 
keeping existing staff on the books is like-
ly to be more of a priority for employers 
than arranging new trainee placements. 

This helps to explain why the large 
numbers of businesses approached for 
the project were unable to take part: they 
either had no paid work to offer, or they 
may have been willing to work with the 
Pipeline in principle, but had very par-
ticular needs and timescales that did not 
fit with the training requirements.

The focus of the Pipeline has since shifted 
onto the Horticultural sector. At the time 
of writing this looks more promising. 
Existing funding has been found through 
a charitable trust that opened a funding 
stream for work placements in horticul-
ture. It is hoped the more stable nature of 
the sector means the work placements will 
not be threatened.

OUR RECOMMENDATIONS TO  
ORGANISATIONS STARTING A GREEN 
JOBS PROGRAMME:

1. Be	cautious	about	targeting	
the	construction	sector,	as	it	is	
currently	a	challenging	to	arrange	
low-skilled	/	entry-level	training	
and	employment,	but	bear	in	may	
still	be	an	important	source	of	
green	jobs	in	future

2. Explore	trusts	and	foundations	
that	may	have	funding	streams	
in	your	area	relevant	to	green	
jobs,	localism,	supporting	young	
people	etc

20 Source: interview with IPPR researcher

21 Source: interview with IPPR researcher 

22  http://www.bbc.co.uk/news/educa-

tion-17139135 

23 Calvert (2011) p15

24 Calvert (2011) p15 

25 Source: interview with IPPR researcher

26 Calvert (2011) p16
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COORDINATING NEEDS 
AND BUILDING  
RELATIONSHIPS
The Pipeline works by bringing together a 
number of key agencies and coordinating 
a joint programme of work. Following the 
successful models in the US, the aim was 
to bring together:

•	 Young	people	who	needed	work	
experience	and	were	interested	in	
the	green	agenda,	

•	 A	training	provider	who	was	
interested	in	providing	a	course	
on	green	skills	and	environmental	
literacy,	using	the	Roots	of	
Success	curriculum,	and	

•	 An	employer	who	needs	to	
employ	those	skills.

As it turned out, coordinating the needs 
of these groups was challenging. We 
have already mentioned the restrictions 
faced by employers in matching what 
paid work was available with their own 
timelines. Training providers also had 
very specific requirements: funding for 
different courses is in separate ‘pots’, each 
with its own criteria. For example, Otesha 
had one experience of bringing together 
the local college and a large construction 
company to talk about the possibility of 
working together. The company explained 
they could not guarantee enough work for 
a full apprenticeship. This may well have 
been compatible with the Pipeline, but 
the college was unable to proceed because 

they could not draw down funding 
for training that did not result in a full 
qualification. This put a stop to negotia-
tions. Subsequently, an arrangement was 
found whereby funding was drawn from 
different places for different elements 
of the training, but there was an overall 
restriction that the training was only 
available for 16-18 year olds. This meant 
potential trainees of 19+ had to be turned 
away from the project. This arrangement 
stalled, however, when the employer 
backed out and the young people were 
unable to turn up for registration.

The approach that has proven to be 
effective, in contrast, is the integration of 
elements of Roots of Success into existing 
training provision. The curriculum is split 
into modules that can be used inde-
pendently. This option has been taken 
up by several providers and is receiving 
positive feedback. (Please see the evalua-
tion section for more information). 

In coordinating most effectively, relation-
ships with other agencies are of course 
also important. It is apparent that having 
more time to develop those relationships 
will improve chances of success. 

This is the case with the key workers who 
referred young people to the programme; 
in some cases the key worker had been 
unable to help at the last minute, mean-
ing the young person could not attend. 
Having stronger and longer-lasting rela-
tionships with the key workers may make 
the referral system more reliable.

Relationships are also important with em-
ployers, and time may be an important 
factor in the success of setting up a work-
ing arrangement. As a point of reference, 
a social enterprise in West London that 
aims to create similar work placements 
was started by an entrepreneur with more 
than 10 years’ experience in the con-
struction industry. He was able to use his 
experience and connections to place four 
trainees in work after the project had been 
under development for several years.

OUR RECOMMENDATIONS TO OR-
GANISATIONS STARTING A GREEN 
JOBS PROGRAMME:

1. Start	by	looking	at	existing	
training	provision	in	your	area	and	
see	how	some	or	all	of	the	Roots	
of	Success	/	other	environmental	
literacy	curricula	could	be	
integrated

2. Build	strong	relationships	with	
key	workers	to	mitigate	as	far	as	
possible	the	risks	of	young	people	
not	being	able	to	participate

THE ALLIANCE AND CAM-
PAIGN WORK: BUILDING 
THE UK GREEN JOBS 
MOVEMENT
At the outset of the programme, the Alli-
ance was conceived as a way of creating a 
space for a diverse set of organisations to 
come into contact. This would have the 
dual purpose of 

SECTION THREE:  
LEARNING AND  
RECOMMENDATIONS  
CONTINUED
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•	 Creating	a	network	that	would	be	
integral	to	making	the	Pipeline	
project	work,	and	

•	 Collecting	and	sharing	knowledge	
about	green	jobs,	giving	a	
platform	for	campaigning/
lobbying	and	for	future	
collaboration	between	members

Otesha found that there were two key 
tensions in the first model of the Alliance:

Firstly, its activities were focused on 
the East London area. The experience 
of working on the demonstration 
Pipeline project, however, highlighted 
that many of the barriers to creating 
green jobs were in fact at a national 
level – in line with national policy – or 
at a very local level – where decisions 
by Local Authorities could influence 
the opportunities available. As an 
Alliance across East London, they 
were neither National nor fully Local 
(and did not have the resources to 
negotiate in detail with several Local 
Authorities).

Secondly, while they were working 
on the Pipeline project, the focus of 
the Alliance was drawn into smaller 
working groups, meaning members 
who were not directly involved in the 
Pipeline did not have such a close 
connection with its work and aims. 

As a way of resolving these tensions, 
Otesha has adapted the approach of 
the Alliance. Its scope is being extended 
so that it becomes an umbrella network 
for organisations across the UK, and the 
‘learning and sharing’ side of the Alliance’s 
work is being strengthened. By linking 
the ‘pockets of activity’ creating and pro-
moting green jobs across the country, the 
Alliance will build a body of knowledge 
that can be shared across the network. 

There will be a stronger online presence 
that acts as a resource for members, and 
newsletters will share information. It will 
also provide a stronger base for campaign-
ing and lobbying decision-makers. Otesha 
hopes all new and existing local alliances 
creating green jobs will join the East 
London Green Jobs Alliance to share their 
experiences, learn from others and expand 
the evidence base available to campaigners 
and policymakers.

How can other organisations learn from 
Otesha’s experience with the Alliance? 
The answer is largely dependent on local 
context. What is important is that a 
network develops between a diverse group 
of organisations, at a local level, who start 
to jointly explore the options for creating 
green jobs. It may be that this network 
then narrows down to a smaller working 
group that focuses on getting a project off 
the ground, or that it is best to bring in 
as many members as possible and attract 
attention from the local press. 

Of course, some thought needs to be 
put into whether members are asked to 
formally join the Alliance or network, and 
what the nature of this membership is. 
For example, Otesha experimented with 
using a formal set of Alliance principles 
that members were asked to sign, but 
found this could be problematic for 
organisations such as the Job Centre, who 
did not have the flexibility to become 
formal members but continued to attend 
meetings. For larger, bureaucratic organi-
sations, the process of getting permission 
to sign the principles could be lengthy.

There is also the question over whether 
members should be expected to take 
an active role in, for example, working 
to persuade employers from their own 
industry to join. While the original aim 

of the Alliance was for responsibility for 
the Pipeline to be shared across members, 
once Otesha secured funding they as-
sumed legal responsibility for the project. 
This created tension, as it became more 
difficult to share responsibility across 
members, which conflicted with the 
desire to engage other organisations and 
ensure their buy-in.

These considerations are important be-
cause the success of local alliances in cre-
ating green jobs depends to some extent 
on members’ capacity and willingness to 
expand the network. Obviously, bringing 
in representatives from industry to join 
the conversation would be optimal, but 
encouraging involvement from those with 
links to industry, such as trade unions, 
is another strategy. In Otesha’s case, Hous-
ing Associations were potentially willing 
to act as direct employers, but could only 
operate on unsuitably long timescales. 
Otesha spent some time in negotiations 
with trade unions, which looked prom-
ising at first but did not ultimately work 
out. Both of these approaches have the 
potential to work in a different setting.

OUR RECOMMENDATIONS TO  
ORGANISATIONS STARTING A  
LOCAL ALLIANCE:

1. Start	a	conversation	about	green	
jobs	with	as	diverse	a	group	as	
possible	from	the	outset,	then	be	
flexible	and	strategic	about	how	
the	group	develops

2. Aim	for	clarity	among	members	
about	what	it	means	to	be	a	
member	or	supporter	of	a	local	
alliance

3. Join	the	national	conversation	
about	green	jobs	through	the	
network	being	created	by	the	East	
London	Green	Jobs	Alliance
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APPENDIX 1

APPENDICES

ESTIMATION OF THE VALUE  
OF IN-KIND CONTRIBUTIONS

PERSON ACTIVITY HOURS 
ESTIMATED 
HOURLY RATE

ESTIMATED 
VALUE

Mentor Mentoring and coaching support at 
the beginning of the project

20 £31.25 £625.00

JCP staff member Speaker at Alliance meeting, fund-
ing reference, general advice giver 
and resource

10 £31.25 £312.50

Union employees x3 Three employees, Richard, Stuart 
and Oreleo were on the initial 
Alliance task force, organising 
meetings and making links with 
employers

160 £31.25 £5,000.00

Union employee Making links with employers 6 £31.25 £187.50

Union employee Making links with employers 8 £31.25 £250.00

College employee Designing pipeline training pro-
gramme

16 £31.25 £500.00

Potential pipeline employ-
er

Designing pipeline training pro-
gramme

10 £31.25 £312.50

Jean Lambert MEP Speaker at Alliance launch event 2 £31.25 £62.50

Darren Johnson/London 
Assembly

Speaker at Alliance launch event 2 £31.25 £62.50

Maria Adebowale/Capaci-
ty Global

Speaker at Alliance launch event 2 £31.25 £62.50

Emma Biermann/Push 
Europe

Speaker at Alliance launch event 2 £31.25 £62.50

Selina Nwulu/Capacity 
Global

Speaker at Alliance launch event 2 £31.25 £62.50

Feimatta Comteh/Dalston 
Energy Angels

Speaker at Alliance meeting 2 £31.25 £62.50

Tom Lafford Roots of Success advice, task force 6 £31.25 £187.50

Rod Edwards/Dulas Ltd. Roots of Success review 2 £31.25 £62.50

Nicola Brown/Waste-
watch

Roots of Success review 2 £31.25 £62.50

Otesha volunteers Coordinating launch event 15 £10.00 £150.00

Hackney City Farm Meeting room space 3 £50.00 £150.00

Young Foundation Meeting room space 3 £50.00 £150.00

Calouste Gulbenkian 
Foundation

Meeting room space 3 £50.00 £250.00

TOTAL 278 £8,575.00
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APPENDIX 2 EVALUATION METHODOLOGY

This Appendix gives some detail 
about the methodology used 
by Intentionality in running the 
evaluation. Intentionality’s role 
as evaluators was to achieve a 
good understanding of how a 
programme works (or is intended 
to work) then translate this 
into measurable outcomes and 
impacts. We can then draw on 
principles of good research prac-
tice to design a data collection 
process that is linked into the 
core aims of the project, and pro-
vides meaningful results.

OUTCOMES VS IMPACT: A NOTE ON 
TERMINOLOGY

The outcomes of a project are those things 
that directly ‘come out’ of the activities 
and outputs that make up a project. They 
are the key results that a project is aiming 
to achieve. They should be distinguished 
from impacts, which tend to be further 
removed from the work of the project, 
and are less under its control. For exam-
ple, an outcome of the Pipeline would be 
most or all of the trainees feeling more 
confident in themselves in entering the 
job market. An impact would be envi-
ronmental/training organisations across 
the country being inspired by the success 
of the Pipeline to start their own version, 
meaning opportunities were created in 
multiple locations. 

It is important to distinguish between the 
two, because the impact and value of a 
project is far more accurately gauged by 
progress against outcomes than against 
impact. 

BUILDING A LOGIC MODEL (OR ‘THEO-
RY OF CHANGE’)

Putting in place a good evaluation 
framework requires laying out outcomes 
and impacts in a systematic fashion. At 

Intentionality our preferred method is to 
use a ‘logic model’ that captures the core 
components of a project in a simple one-
page diagram. It is very similar to a theory 
of change, which serves a similar purpose. 
The model we put together for Otesha’s 
work is on page 13.  

DATA SOURCES 

OUR INFORMATION AND EVIDENCE 
CAME FROM FOUR SOURCES:  

1. Written	documents	from	Otesha	
and	other	agencies	in	the	field	of	
Green	Jobs	including	think-tanks	
and	academic	institutions	

2. 10	semi-structured	interviews	
with	Otesha	staff	and	key	
stakeholders,	including	Alliance	
members,	think-tanks,	trade	
unions	and	charities/community	
organisations.	(The	topic	guide	is	
included	in	Appendix	3)

3. An	online	survey	of	Alliance	
members

4. Our	observation	of	an	Alliance	
meeting

KEY POINTS OF LEARNING FROM THE 
EVALUATION

•	 Timing	of	the	evaluation:	The	
evaluation	took	place	relatively	
early	in	the	life	of	the	Green	Jobs	
Programme.	Much	of	the	impact	
created	is	likely	to	appear	over	
the	longer	term.	This	limited	the	
amount	of	evidence	we	were	able	
to	collect.

•	 Evaluating	an	evolving	
programme:	The	changing	nature	
of	the	Programme,	particularly	
the	shift	in	focus	from	the	
demonstration	Pipeline	project	to	
the	campaign	work	and	Alliance,	
proved	challenging	for	completing	
an	effective	evaluation.	In	
retrospect,	we	could	have	

altered	the	focus	of	the	research,	
for	example	to	concentrate	
on	gathering	feedback	from	
students	of	the	Roots	of	Success	
curriculum.

•	 The	online	survey		was	not	
a	great	success	as	only	six	
responses	were	received	out	
of	a	possible	30+.	The	survey	
was	open	for	17	days,	and	was	
sent	out	immediately	after	an	
Alliance	meeting	in	the	hope	
that	a	request	in	person	would	
encourage	more	people	to	
respond.	A	further	reminder	email	
was	sent	out	part-way	through	the	
response	time.	It	was	decided	not	
to	chase	potential	respondents	
by	telephone.	A	potential	issue	
was	that	many	of	the	survey	
respondents	were	contacted	in	
the	phase	of	interview	set-up,	
meaning	they	may	have	felt	they	
had	already	had	contact	with	the	
evaluation.
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APPENDIX 3 INTERVIEW TOPIC GUIDE

TOPIC GUIDE FOR 
STAKEHOLDER 
INTERVIEWS – OTESHA 
PROJECT EVALUATION

STAKEHOLDERS CAN BE SPLIT INTO A 
NUMBER OF GROUPS. SOME PEOPLE 
MAY BELONG TO MORE THAN ONE 
CATEGORY:

•	 Alliance	members

•	 Partner	institutions	in	the	setup	
of	the	Greener	Jobs	Pipeline	
(colleges,	key	workers	etc)

•	 Employers

•	 Young	people	recruited	for	the	
pipeline

•	 Organisations	using	the	
Environmental	Literacy	
Curriculum

•	 Fellow	campaigners	from	the	
Summer	Roadshow

•	 Those	interested	in	setting	up	
their	own	Alliance

•	 Those	involved	in	the	‘green	jobs’	
agenda	more	generally	

It will be useful to keep this in mind!

AREAS TO COVER/MENTION AT THE 
OUTSET OF THE INTERVIEW

•	 Who	we	are	and	our	connection	
with	Otesha

•	 Background	to	the	research	–	
we’re	evaluating	the	Greener	
Jobs	Pipeline,	the	rollout	of	the	
environmental	literacy	curriculum		
and	the	creation	of	the	East	
London	Green	Jobs	Alliance.	Part	
of	this	evaluation	is	talking	to	a	
number	of	stakeholders	to	explore	
the	successes	of	the	project,	the	
barriers	that	appeared	and	how	
the	work	could	be	taken	forward.		
We	will	be	producing	a	report	by	
the	end	of	the	year	

•	 We	won’t	name	individuals	in	the	

report,	though	we	may	like	to	
use	quotes.	The	conversation	is	
private	and	won’t	be	passed	on	
to	anyone	else,	including	Otesha.	
We	encourage	interviewees	
to	be	as	open	and	honest	as	
possible	about	both	positives	and	
negatives

•	 We	would	like	to	record	the	
interview	–	this	won’t	go	beyond	
Intentionality,	will	be	kept	securely	
on	private	computers	and	will	
be	deleted	once	the	project	is	
complete.	

THE PURPOSE/ STRUCTURE OF THESE 
INTERVIEWS

The interview will be ‘semi-structured’ – 
it’s more of a conversation than a list of 
questions to be answered, but there are a 
few different areas we’d like to cover

1. Understand	briefly	their	position/
role	and	its	connection	to	Otesha	
generally,	and	the	Pipeline	
project/Alliance/curriculum	
specifically

2. Explore	their	opinions/
perspective	on	Otesha’s	efforts	
to	establish	the	Pipeline	and	the	
Alliance/	the	curriculum

3. Explore	their	opinions/
perspective	on	the	development	
of	green	jobs	in	the	UK	–	where	
it’s	up	to,	barriers	moving	
forwards

4. Think	about	how	Otesha’s	work	
has	had	impact	on	their	work	–	
any	knock-on	effects?

THEIR POSITION AND ROLE

Quick ‘get to know you’ – who are 
they, what do they do and what is their 
connection with Otesha? Have they been 
involved in either the Alliance or the 
Pipeline directly? 

VIEWS ON THE ALLIANCE TO DATE

•	 What	is	your	understanding	of	the	
purpose	of	the	Alliance?	

•	 Why	did	you	join	/	not	join?

•	 Did	you	sign	the	membership	
declaration?

•	 Have	you	been	able	to	make	it	
to	many	of	the	meetings?	Was	
their	purpose	clear	/	did	you	get	
anything	out	of	them?

•	 Was	it	what	you	were	expecting?

•	 How	have	you	found	Otesha’s	
leadership	of	the	Alliance?	Was	
there	anything	you	felt	they	could	
have	done	differently?

•	 How	do	you	see	the	Alliance	
moving	forwards?

FOR THOSE INTERESTED IN SETTING UP 
THEIR OWN ALLIANCE

•	 How	did	you	hear	about	Otesha	
and	the	Alliance	in	East	London?

•	 What	are	your	plans	/	what	have	
you	done	to	establish	your	own	
Alliance?

•	 Why	are	you	setting	it	up?

•	 What	do	you	envisage	being	the	
key	aims	of	your	Alliance?

VIEWS ON THE PIPELINE

•	 What	do	you	know	about	the	
Pipeline	project	and	what	it	was	
supposed	to	do?	

•	 What	do	you	understand	to	be	the	
main	barriers	to	getting	it	off	the	
ground?

•	 What	do	you	think	were	the	
principal	intentions	behind	
the	project?	(Reducing	youth	
unemployment,	providing	job	
opportunities	to	‘disadvantaged’	
young	people,	promoting	the	
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green	skills	agenda,	providing	
Otesha	with	campaigning	
material…)

•	 What	are	your	views	on	how	
Otesha	has	handled	it?	What	have	
they	done	well?	What	could	they	
have	done	differently?

•	 How	would	you	suggest	it	is	taken	
forwards?

VIEWS ON THE ENVIRONMENTAL 
LITERACY CURRICULUM

•	 Why	did	you	decide	to	use	the	
curriculum?	

•	 How	did	you	hear	about	it?

•	 What	have	been	the	strengths	and	
weaknesses	so	far?

•	 Would	you	recommend	it	to	
similar	organisations?

•	 How	would	you	suggest	it	should	
be	developed	and	taken	forward?

MORE GENERAL VIEWS ON THE SEC-
TOR

•	 Do	you	have	much	knowledge/
awareness	of	government	policy	
on	green	jobs?	Does	it	affect	you	
directly?	

•	 How	do	you	see	the	sector	
developing?	Do	you	think	it’s	
possible	to	grow	the	green	jobs	
industry?	Is	that	the	best	way	to	
develop	the	green	agenda?	

•	 What	about	the	role	of	the	
environmental	literacy	
curriculum?	Is	this	a	good	place	
to	start?

OUTCOMES / IMPACT

What impact has Otesha’s work had on 
you/your organisation? 

•	 Have	you	established	new	
relationships	with	organisations	
/	people	you	would	not	otherwise	

have	had	contact	with?	

•	 Has	anything	new	come	out	of	
these	relationships	(eg	ideas	for	
new	projects	in	partnership)?	

•	 Would	you	say	the	service	you	
provide	is	better	integrated	with	
other	services	as	a	result	of	these	
new	relationships?

•	 Increased	knowledge	base	around	
green	agenda?

•	 Increased	media	profile?

24/25



REFERENCES

1. Climate Change, Construction and 
Labour in Europe (2012): Calvert, J, 
Work in a Warming World Project

2. Green and Decent Jobs: The Case 
for Local Action (2011): Bird, J, 
Lawton, K and Pumell, K, IPPR

3. Green Economy: A UK Success 
Story (2012), Green Alliance

4. Green Expectations: Lessons from 
the US Job Market, (2011):  McNeil, 
C and Thomas, H, IPPR

5. Green Jobs Country Report (2012): 
Pye, J and Evans, C, Marchmont 
Observatory, University of Exeter

6. Low Carbon Jobs for Cities (2012): 
Cominetti, N, The Work Foundation, 
University of Lancaster

7. Making Green Work: Best Practices 
in Green-Collar Job Training (2010), 
The Ella Baker Centre for Human 
Rights 

We also examined Otesha’s proposals 
for Phase I and Phase II funding from the 
Calouste Gulbenkian Foundation as well 
as the blog posts available on the Otesha 
Project website.


