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As a region, we are a net exporter of both students and graduates.  Yet, retaining the skills of our graduates is critical if we are to realise the region’s economic prosperity and competitiveness. Increasingly it is being recognised that economic growth is reliant on the availability of a highly skilled and educated workforce.  Much has been made of the move to a knowledge-based economy, and the development of a well-educated, well-equipped and adaptable labour force is seen as essential for achieving stable and sustainable growth.  

In the South West, we have one of the best-qualified workforces in the country. Despite this, many graduates are under-employed and poorly utilized within the region’s workforce. There is a major issue about how graduates are employed and whether we get comparable value from our graduates in the South West, when compared to other regions and countries.

The Choices and Transitions Report
 suggested a number of policy initiatives to overcome the net outflow of graduates from the region, including measures that will increase a graduate’s chances of entering the labour market and improving their employability.  There is also a need to improve understanding amongst employers as to the potential benefits of employing graduates and the importance of supporting on- going training and development opportunities, so that they achieve their potential in the workforce. 

This Learning Theme has explored some of the ways in which this can be achieved and in doing so has focused on the identification of good practice and highlighting the lessons learned so that practice can be replicated. SLIM has visited a range of projects and organisations from across the region and beyond and documented their practice as case studies.

The Learning Theme has highlighted the fact that there is much scope for us to raise our game and shape the agenda for the future. A wide range of excellent activity is underway in the field, yet at the same time there is a lack of strategic co-ordination, a lack of resources and, in some cases, problems with organisational capacity to deliver. In the months ahead, the region will be developing a SW Graduate Strategy and Action Plan.  We trust that this report, its recommendations and the views of the practitioners who took part, will inform this development.

Chris Evans  

Director
EXECUTIVE SUMMARY
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The recruitment and retention of graduates is critical in facilitating the growth of a dynamic, knowledge-based economy. Following the Choices and Transitions report
 which investigated the graduate labour market in the South West, it was realised that unless significant strides were made towards stemming the flow of graduates from the South West, the region would remain a net exporter of graduates. If this trend continues it will become increasingly difficult to attract the highly skilled and ambitious individuals required to sustain the knowledge intensive economy the region wishes to create.  

Strategies are needed to retain our graduates within the region and to maximise their value to the developing regional knowledge economy. However, these strategies need to take account of the wider context, which influences graduate career choices and locations.

Addressing this issue is also a feature of the South West Enterprise and Skills Alliance’s  (SWESA) own strategic approach to skills and enterprise, set out in the proposal to government. The SWESA plans highlight the importance of creating a dynamic in the region’s labour market, to shift the region’s economy from a low wage, low skill equilibrium, up the value chain to higher wage, higher skill levels.

It is against this backdrop that the SLIM Learning theme, Improving the Training and Development Opportunities for Graduates in the South West, explored the range of ways in which agencies and employers in the region can improve the recruitment, retention and utilisation of graduates. This report highlights the findings of the Learning Theme.
Findings and recommendations

A summary of the main findings and recommendations of the report is set out below:

Measures to improve employability 

1.
Improve support for graduates into their first job 

To improve employability of graduates, it is recommended that some form of Initial Professional Development (IPD) training be provided to graduates, to act as a ‘transfer course’ from University to work. This could be packaged as a tailor-made induction programme for new graduates into particular types of business and developed in collaboration with SSCs and sector training bodies. Such activity could be offered as a generic programme or tailored to the specific requirements of the client if there was enough demand.

2. Support the development of a Graduate Apprenticeship programme for the South West 

‘Graduate Apprenticeship’ programmes work with employers (and potentially with groups of employers) to develop new progression routes for employees holding the minimum qualification of a Foundation Degree, and could provide a mechanism for improving the employment prospects of graduates within the region, particularly in niche sectors and technical professions. 
3.
Embed employability skills into the undergraduate curriculum

Whilst many HEIs are taking the approach of embedding employability skills into the undergraduate curriculum, this has not been undertaken with any uniformity.  There may be some benefits in sharing successful approaches, both across and between HEIs in the region, to ensure that this is more widely adopted. 

4.
Improving the relevance of HE Qualifications to employers

SSCs and other sector-specific bodies (such as Tourism Skills South West, Bioapproaches, South West Food and Drink etc) have a crucial role to play in identifying the skills requirements specific to their particular sectors.  They in turn need to work more closely with HEIs and with other providers of CPD and training, to ensure relevance to the sector of the education and training delivered.  Potential exists also for these bodies to take a lead role in the design and development of sector-specific employability training packages, such as that suggested in Recommendation 1.  

Supporting employers to employ graduates

5.
Support for employers to understand the benefits of recruiting and employing graduates 

Employers (especially SMEs) have been very positive about the benefits derived from employing students and recent graduates on various placement programmes. This has particularly been the case where the student/graduate has been brought in to work on a particular project/problem with a clearly identified goal or outcome. Yet  many firms, particularly SMEs, do not have the resource or the expertise to ensure that if they do employ a graduate, they employ the correct person for the job. Support can be offered by HEIs in many ways, including the use of PDP with undergraduates in order to have a better picture of the student as a rounded person. Examples also exist of recruitment and selection support being offered as a service to SMEs to facilitate this crucial decision in their business processes.  

6.
Raising awareness of owner managers of the importance of CPD

The main barrier to training identified by owner/managers of small businesses is that of resource (both time and money).  The provision of direct  “no strings attached” financial support as match funding for the provision of CPD for graduates employed in SMEs is an approach that is starting to pay dividends elsewhere (see GO Wales Case Study). It is proposed that relatively low levels of direct funding for the training requirements of graduate-level employees, given straight to the employer and not attached to any particular training provider, programme area or industrial sector, could offer some of the flexibility so often demanded by SMEs.  Further training packages could also be made available to SME owner/managers on recruiting and retaining graduates. A further potential benefit could be the opportunity for HEIs to become more aware of the special needs of SMEs and to work together to produce learning materials around what is involved in working in a small  business, and thereby using this to encourage graduates to consider a career in small business management.

7.
Encouraging any students who study elsewhere to study here by matching offer to demand

There is a need for a more co-ordinated approach to the marketing of what is offered, both to undergraduates and to postgraduates in the region and elsewhere. Better marketing of opportunities in the region should be aimed at encouraging students who study here to stay and work. This implies the need for a centralised and neutral source of information. This could include not only a more coordinated approach to the branding and marketing of graduate opportunities in the region, but also such ideas as the better tracking and more effective use of Alumni as providing a ready-made and potentially loyal market for the provision of CPD opportunities as well as a source of expertise and means of access to widespread organisations.

8.
Increasing the supply of local students. 

As well as the existing Widening Participation activity being undertaken by each of the region’s HEIs, and the Aimhigher programme designed specifically to attract more students from non-traditional backgrounds into HE, other means of encouraging more students to take part include increasing the flexible provision of undergraduate programmes, and a closer matching of courses to priority clusters/sectors where there are identified skills issues and potential for growth in employment in the region. A further initiative that could be pursued is that of targeting non-graduates employed in the priority sectors and encouraging them to train to degree level, possibly by offering financial incentives to do so.

One further proposal was the creation of a skilled graduate pool that could work on a job rotation basis with firms in the region, allowing them to release existing staff for CPD.

Better understanding of graduate movements and motivations

9.
Improve understanding of movements of students in and out of the region and their motivations for doing so.

As highlighted above, there is a need for further research to be undertaken into the needs of business sectors falling outside the priority growth sectors, and also into better understanding the exact movements of both students and graduates from the region and their motivations for doing so.

Supporting Graduate CPD

10.
Improve Information, Advice and Guidance (IAG) to graduates outside of the HE environment

There is a need to improve the use of the Gradsouthwest platform already in place to underpin a major collaborative effort to map out more clearly the range and types of initiative being carried out under various banners (HE, FE, SSCs, other Sector-specific bodies etc). In order to achieve this, the regional priority sector skills bodies should be brought together in order to allow closer synchronisation of their Terms of Reference, levels and type of research activity taking place and approaches taken to the promotion of skills-based training in the region.

11.
Building capacity of HE staff to deliver CDP 

There is often a reluctance amongst HE academic staff to support better employability training and CPD. This may arise from a lack of understanding and competence in this area.  HEIs need to consider how to develop the capacity of the wider staff body to support CPD activities. 

12.
More effective promotion of CPD opportunities

There would appear to be a need for a more co-ordinated CPD ‘offer’ that focuses on the strengths of each individual institution, thereby avoiding unnecessary duplication and competition (including competition with the FE sector). This, again, suggests that there is potential to develop further the range and depth of information and services provided by Gradsouthwest. 

A popular suggestion was to extend the services of Gradsouthwest to incorporate an area specifically covering the range of CPD programmes and initiatives available to graduates in the region, and also the types of support that are available to employers to aid them in making the most of their graduate workforce.

13.
Develop a regional CPD network 

Supporting the development of a regional network to promote, support and deliver a coordinated CPD programme across institutions could lead to the development of a ‘shared’ South West CPD.  This could allow for the accumulation and transfer of credits across and between institutions, and could even be linked to the concept of the regional graduate apprentice scheme (see above).

14.
Build on and raise the scope of Gradsouthwest

Across a range of recommendations, the availability and potential further use of Gradsouthwest become clear. There is enormous potential to further develop and enhance this established platform to build a more visible, co-ordinated and networked employment and CPD information service in the region. 

1
INTRODUCTION


This is the report of our Learning Theme on improving the training and development opportunities for graduates in the South West.   

This Learning Theme has sought to:

· Identify successful models for training and development for graduates; 

· Explore some wider issues surrounding graduate employability and utilisation; and

· Explore the issue of graduate recruitment and retention within firms, with specific reference to SMEs.
The clear emphasis of the Learning Theme is to identify and understand the lessons emerging from successful practice. It has also provided the opportunity to explore a broad range of issues for improving training and development opportunities for graduates in the region.

In doing so, the Learning Theme drew on a literature survey which reviewed current developments in policy and practice. We are indebted here to Julian Beer and Dr Ben Salt of the Social Research & Regeneration Unit at the University of Plymouth and authors of the Graduate Utilisation Strategy Supporting Background Document Two
, Background Literature, which formed the basis of our Research Briefings and which is used extensively in Sections 2 and 3 of this Report. The Theme also benefited from a lively online discussion enriched by the expertise of numerous practitioners in the South West. From their experience and that of other contributors, we have collected a range of useful regional examples and case studies of good practice. Whilst these examples are interspersed throughout the main report, a more detailed description of the case studies is available in Annex 3.

The Learning Theme culminated in a workshop at Dillington House, Somerset, with forty participants in attendance representing careers services; further and higher education; private training providers; national, regional and local government; the voluntary and community sector; and regional and local initiatives. This report summarises feedback received from this diverse group of delegates.

The South West Framework for Regional Employment and Skills Action (FRESA) has also recognised the importance of this issue and the need to:

define and respond to the need for ongoing training and development of graduate level staff, and ensure the provision of appropriate courses to attract and retain employees.

SLIM was therefore pleased to join with the Graduate Employment Group, an activity group of the FRESA Strategic Objective Group on Engaging Employers, in developing and running this Learning Theme. The issues raised by this Learning Theme will inform the future development of the region’s strategic response to this issue.  It will also inform the development of the South West Graduate Strategy and Action Plan.

The report is structured as follows: In Section 2 we consider what is meant by graduate CPD, whilst in Section 3 we look at the labour market for graduates.  These sections set the context for the debate on Graduate CPD and review a selection of literature on the issue. The findings from the Learning Theme workshop are presented in more detail in Section 4. Section 5 contains our conclusions and recommendations.  Annex 3 to the report sets out 19 case studies of graduate CPD activities within the South West and beyond.

2
DEFINinG GRADUATE CPD


2.1
The context - skills and the economy

Dramatic changes have taken place in the UK economy and working environment in recent years: the rise of the service sector in economic importance, a fall in manufacturing employment and an almost universal requirement for higher-level ICT skills across industrial and occupations. This equates to a need for the UK workforce to develop an increasingly diverse set of skills to be able to cope with the complex work practices, team working, reduced supervision and role flexibility required to be able to meet the challenges faced in the modern business environment.

Table 1: Changes to the Work Environment

	FROM
	TO

	Expectation of a ‘job for life’
	Multiple career moves

	Development of single specialist skills
	Frequent re-skilling

	Vertical Promotion
	Horizontal movement

	Narrow role specification
	Doing what needs to be done

	Single employer
	Multiple employers

	Planned careers
	Personal career development

	Initial training for skills development
	Lifelong learning


A corollary of these changes to both the global and the UK economies has been a recognition by Government that drastic changes were necessary to the educational and training architecture of the country in order to match the workforce skills of the UK to the structural requirements of the new economy and to remain competitive in the global market place. 

One major outcome of these changes has been the drive by Government to increase dramatically participation in Higher Education. In order to achieve the current target of 50 per cent of 18-30 year-olds having participated in some form of Higher Education (which include HE delivered in FE Institutions), a number of changes have had to be made in the way HEIs recruit and select their students, and in the level and type of educational experience delivered to this increasingly diverse group of learners.

So, on the one hand, the numbers of individuals entering the workforce holding degree-level qualifications has increased dramatically, yet, on the other, the changing nature of the economy and of the workplace is creating increased demand for further work-related training and CPD at both a non-graduate and at a graduate level. This can be seen in the rise in numbers of individuals participating in full-time postgraduate programmes as they seek personal differentiation in the job market.

2.2
What is ‘Graduate CPD’?

According to the Institute of Personnel and Development:

Continuing Professional Development (CPD) is systematic, on-going, self-directed learning. It is an approach or process which should be a normal part of how you plan and manage your whole working life.

· Continuing because learning never ceases, regardless of age or seniority.

· Professional because it is focused on personal competence in a professional role.

· Development because its goal is to improve personal performance and enhance career progression. 

Institute of Personnel and Development, 1997
.

As can be seen from this definition, CPD is, by its very nature, focused on the development and maintenance in an individual of the key skills and competences required to carry out effectively a particular professional role. Given this emphasis on skills development for a particular profession, it is probably useful to consider how different professional bodies may themselves approach the definition of CPD.

One such organisation is the Royal Town Planning Institute (RTPI) that has its own definition of CPD:

CPD is the means by which members of professional associations maintain, improve and broaden their knowledge and skills and develop the personal qualities required in their professional lives.

Again, there is clear emphasis on CPD as relating directly to the membership of professional associations. There are, indeed, many cases from across the professions in which the continued maintenance and updating of skills is a mandatory requirement of membership to the professional body and requisite of the “chartered “ status that is needed to practise in certain fields (e.g. medicine, law, accountancy), and certainly strongly approved of in others. Indeed, studies carried out by the Professional Associations Research Network (PARN) estimate that more than 70 per cent of the 400-450 professional organisations in the UK have a CPD programme in place
, and those that do not tend to be small associations that do not have sufficient membership to make it viable.

One profession in which there has traditionally been a strong emphasis on the professional development of its practitioners is that of education. For those in the teaching profession, CPD is:

The process by which teachers acquire and develop the skills and know-how to become effective in the classroom. It is ongoing and enduring, in response to an environment which is changing
.

Interestingly, this definition makes explicit the role of the initial acquisition of professional skills in the CPD process – a function that could be more readily associated with the undergraduate phase of study. This brings into question the traditional view among HEIs of CPD activity as being something delivered at a postgraduate level and only to those already practising in a professional role.
As can be seen, these definitions of what constitutes CPD, although differing in their exact focus (from the professional to the vocational), do share certain core fundamentals, particularly with regard to why CPD is necessary in the first place.

Three fundamental reasons for carrying out CPD are to:

1. demonstrate that existing knowledge and skills are being regularly refreshed, in order to maintain existing competency;

2. acquire new knowledge and develop more skills necessary in order to keep up with developments in the industry and in the individual’s own role more specifically, and

3. acquire new underpinning knowledge and skills that may be necessary for career development.

What is not made clear in any of these approaches is exactly who is responsible for ensuring that CPD activity is undertaken by individuals in the workforce – is it the responsibility of the employer, of the individual or of the relevant professional body (if one exists)? The answer to this somewhat rhetorical question is probably that ‘it depends’.  Employers are obviously obliged to ensure that their employees have certain mandatory training and qualifications for the carrying out of certain types of work, chartered membership of professional organisations can be withdrawn if individuals do not comply with the CPD requirements thereby ensuring a consistency of professional standards and knowledge across their membership.  Individuals, on the other hand, are only likely to invest their own time and money in training and development that will lead ultimately to their own personal career progression and salary advancement.

This then offers up the question of the overall validity of CPD as an encompassing term when considering the training and development opportunities available to graduates in the South West. There is certainly value to be had in considering other ways of conceptualising such training and development in the broader context of skills in the workplace and lifelong learning.

One way of looking at this is to consider CPD (for want of a better term) as comprising three levels of approach to learning and skills both for and in the workplace:

IPD  – 
  Initial Professional Development

CPD – 
  Continuing Professional Development

CVET – Continuing Vocational Education & Training

Firstly, then, let us consider IPD – a concept commonly applied in technical professions where there is an acceptance that a fresh graduate with little or no experience of the workplace will not have the full set of skills and experience necessary to carry out their professional duties adequately.

The Institute of Civil Engineers (ICE), for example, defines IPD as follows:

Initial Professional Development (IPD) is the stage in your career where you develop the special skills and acquire the specialist knowledge and competence needed to practise as a civil engineer or technician. It bridges the gap between your education and qualifying as a professional. IPD also encompasses the achievement of CPD.

This definition is interesting in that it makes explicit the difference that exists between gaining an education (be that a Degree or other qualification) and actually being able to perform professional duties. In order to bridge this gap, the ICE have developed a range of approaches to meeting the IPD requirements of the profession including: ICE Company Approved Training Schemes; approved NVQ/SVQ programmes; self-managed training and experience; and the Technical Report Route.

Approved Training Schemes comprise a structured programme developed in cooperation with the employer. Schemes provide a framework to help a trainee achieve the necessary competence to qualify as a professional engineer. A key element of the scheme is the support of the organisation through a mentor or supervisor. They provide valuable guidance and assistance in developing an individual's training and experience. To join a scheme, an individual must enter into a Training Agreement (TA), which links the trainee, employer, and ICE.

A number of S/NVQ programmes have been approved by the ICE as meeting their IPD requirements. These are delivered largely through FE and private training providers.

The self-managed training and experience route means that individuals can still become professionally qualified without having completed or undertaken an accredited training scheme. The requirements of the Core Objectives must, however, still be met and verified through a Career Appraisal. The Career Appraisal is a documentary submission with the possibility of an interview.

The Technical Report Route (TRR) combines all three stages required for qualification as a professional, including an Academic Review with a technical report and then a Professional Review. The TRR incorporates more flexible eligibility criteria allowing individuals to combine any academic achievements with their work experience.

This particular approach to IPD offers considerable flexibility and a range of methods by which to arrive at the point of chartered status as a civil engineer. Furthermore, the concept of IPD itself is one that offers a simple means of segmenting the training, and development needs of graduates in their early careers from those of active and established professionals.

A more recent concept emerging from the discourse on sustainable socio-economic development, and one which recognises the shifting nature of the modern economy, is the broad need to ensure that those who are already in employment continue to have the skills and qualifications that are required to meet continuous changes in the workplace. The CVET
 approach is one that is currently being investigated across the European Union as offering a means of incorporating notions of self-directed and flexible learning in the workplace into a framework which also includes more formalised and technical aspects of CPD. Explicit in this process is the recognition that learning on behalf of the employee can also be considered learning from an organisational perspective

Another approach which has gathered considerable currency across a range of industries and occupations, and which is gathering weight among the academic community, is that of Personal Development Planning (PDP), in which the employer (or HEI) is charged with the pastoral care of their workforce (or students), but an active role is taken by the individual in the planning and progression of their own personal skills, competencies and attributes in the workplace. This could be considered as constituting one side of the CVET equation, with the recorded application of the learning of the individual in the organisational context lying on the other.

2.3
Graduate versus Graduate Level CPD

One source of potential disagreement in this discussion lies in the difference between what is meant by ‘the training and development of graduates’ in the region, ‘graduate CPD’ and ‘graduate-level CPD’ – terms that appear to be used synonymously without having the same meaning. One way of conceptualising this difference is to consider the former as perhaps including the preliminary phase of graduate training and development as consisting of their undergraduate experience. Graduate CPD, then, might be taken to represent formal education and training for which a Bachelors degree is a prerequisite.  This could include the graduate trainee programmes of most large and blue chip organisations, Masters programmes in HEIs, research degrees and also the knowledge transfer and graduate placement activities carried out by HEIs, both on their own initiatives (e.g. Exeter’s GBP programme, the GAP scheme at UWE, Unlocking Cornish Potential etc) and via national programmes such as the Shell Technology Enterprise Programme (STEP) and the Knowledge Transfer Partnerships (KTPs) [see case studies in Annex 3].

So, considering the above, what then is ‘graduate-level CPD’? Adopting a level-based approach, this implies that we are talking about training and development opportunities aimed exclusively at individuals holding degree-level qualifications or their equivalent. This can be taken to include the entire gamut of higher-level vocational qualifications, as well as the new foundation degrees and both traditional three-year Bachelors degrees and those four-year degrees incorporating a year of industrial experience or training. These broad levels of equivalence are shown in the table below (Fig 1).

Figure 1: Equivalence of Entry Routes 


Source: DfES (2003) Foundation Degrees: Meeting the need for higher-level skills
Something worthy of further consideration that is not given any particular emphasis in this model is the concept of Accredited Prior Experiential Learning (APEL)
, a means of satisfying entry requirements that is now almost universally accepted for undergraduate routes at HEIs across the country, and is increasingly accepted at a postgraduate level in professional and vocationally-orientated programme areas (such as MBAs, for example). This notion of valorising and accrediting non-formalised or non-academic learning is critical in the development of the work-based, problem-based and experiential learning approaches that are increasingly recognised as having the most direct relevance and applicability in the workplace.

One approach to supporting the relevance of learning outcomes in HE to work-based learning and employability is through the use of National Occupational Standards (NOS). NOS are developed by sector Skills Councils (SSCs) and approved by the relevant regulatory authorities as the recognised standards of workplace competence and of practice. They underpin the development of vocational qualifications and are increasingly used as benchmarks by professional bodies for the purposes of accreditation and CPD. In essence, NOS set out what an individual needs to be able to do (as well as know) in order to be able to perform in the workplace, thereby providing a mechanism for HEIs to ensure that they are incorporating industry-credible components of learning into both the undergraduate and the postgraduate curriculum.

National Occupational Standards can be incorporated into HE curricula in a variety of ways, ranging from fully integrated achievement within the HE award of qualifications based on the standards, to the mapping of appropriate standards to academic modules.  They provide structure and focus to work-based learning within the curriculum and enable learners to achieve workplace competence while pursuing their HE qualification.  They may also provide a fast track to professional accreditation, as professional bodies increasingly incorporate NOS into their accreditation criteria.
   

NOS can help HEIs respond to their requirement of working more closely with business to address national skills deficiencies by:

· providing a framework for vocational learning;

· helping to ensure that learning programmes meet employer needs;

· enhancing the vocational content of curricula;

· providing a key tool in the development of employer-relevant qualifications and learning programmes.

The use of NOS in curriculum design and development is, therefore, one way in which HEIs can ensure industry-relevance and consistency across the entire curriculum range and provide continuity of progression from the lowest to the highest levels of qualification. This approach is also one that makes the occupational significance of the learning outcomes explicit both to the student and to the teacher, as well as providing a coherent work-related progression route from FMA or Vocational GCSE level to Foundation Degree and beyond.

One excellent example of the integration of vocational elements into a degree programme, and thereby meeting not only the academic requirements of an HEI, delivering the workplace skills needed to function quickly and effectively as a practitioner and also accreditation by the relevant professional body is the BSc Hons in Veterinary Nursing and Practice Administration at the University of Bristol. This four-year honours degree includes 70 weeks in veterinary practice, incorporates NVQs at levels 2 and 3, and provides credit towards professional association membership. In this way, the programme route delivers industry-accepted employability skills within an academic context.

3.
THE GRADUATE LABOUR MARKET 


In this section of the report, we consider the national and regional graduate employment market that provides the backdrop to any debate about Graduate CPD.  We also look at issues of graduate employability and finally at the issues of recruitment and retention of graduates at the level of the firm, particularly SMEs.  

3.1
Graduate Employment 

In this section we look at what sorts of employment graduates are likely to take up.  Unfortunately the issue is not clear cut and recent studies of graduate destinations have produced somewhat varying results. A longitudinal study of 1995 graduates over seven years found that 22 per cent were in traditional graduate jobs, 22 per cent in modern graduate jobs, 21 per cent in new graduate jobs, 22 per cent in niche graduate occupations and 10 per cent in non-graduate positions
.

Purcell et al (2004)
 show that graduates are actually increasingly likely to progress into ‘graduate occupations’ over time. Following the careers of 4,500 students who graduated in 1995, Purcell et al found that 85 per cent were "very or reasonably satisfied" with their career progress and over 75 per cent were found to be in employment related to their long-term career plans. However, immediately after graduation, 43 per cent of those in employment were in non-graduate jobs, which had fallen to 11 per cent seven years later. 

What Do Graduates Do?
 uses data from the Higher Education Statistics Agency (HESA) First Destination Supplement. The 2004 edition highlights the career destinations of the 2002 first degree and HND graduating cohorts six months following graduation.

The study reveals that:

· 66.9 per cent of the first degree graduates were in employment six months after graduation, whilst 6.9 per cent were unemployed and 18.7 per cent went on to further study;

· Civil engineering and building graduates represented some of the lowest unemployment and highest employment rates, reflecting the buoyancy of the construction industry; 

· IT has the highest unemployment rate at 14.6 per cent, reflecting the downturn in the IT sector;

· Overall, 62.2 per cent of the first degree graduates who were in employment six months following graduation were in professional or associate professional occupations;

· 16 per cent of the first degree graduates entering employment had returned to a previous employer, emphasising the importance of gaining work experience whilst studying.

 
The unemployment rate amongst first degree graduates six months after graduation in 2002 was 6.9 per cent, a rise of 0.6 percentage points from 2001. Meanwhile, the employment rate declined from 67.7 per cent in 2001 to 66.9 per cent in 2002, and the proportion of graduates opting for further study went up slightly from 18.4 per cent in 2001 to 18.7 per cent in 2002. It should be noted that HESA’s First Destinations Survey (FDS) (now replaced by the Destinations of Leavers from HE survey) does not include non-respondents, who may be more likely than respondents to be unemployed. 

The rise in unemployment discussed above, although small, is in contrast to the general UK labour market trend, which saw employment at a record high in the last year. A possible explanation for this is given in The Graduate Labour Market article featured in What Do Graduates Do. Whilst much of the rise in UK employment over the year could be seen in the construction and public sectors, graduates' entry into these areas is relatively small. On the other hand, finance and business services and manufacturing, two major employment sectors of graduates, saw vacancies decrease over the year. These factors help to explain why the overall trend of increasing employment in the UK was not replicated in the 2002 graduate cohort.


Six months following graduation, HND diplomates from 2002 had performed better than their 2001 counterparts. Although the employment rate had dropped from 30 per cent in 2001 to 28 per cent in 2002, the further study rate had increased from 62.3 per cent to 64.6 per cent and unemployment fell from 4.4 per cent in 2001 to 3.9 per cent in 2002
.

If we look at the occupational areas, overall, 62.2 per cent of the first degree graduates who were in employment six months following graduation were in professional or associate professional occupations. Civil engineering (91.6 per cent), building (85.3 per cent) and mechanical engineering (74.8 per cent) had the highest proportions of graduates employed in these occupations, whilst non-vocational subjects such as history (38.5 per cent) and English (39.3 per cent) had fewer graduates in these types of work.

Looking at the individual types of work entered, the largest percentage (14.3 per cent) of employed graduates were in jobs categorised as 'other clerical & secretarial occupations'. This reflects the transitional nature of the graduate job market in that, during the first few months after graduation, graduates may not necessarily enter a professional career straight away. Moving On also reported that the proportion of graduates employed in non-graduate occupations falls fairly dramatically during the first year, from nearly 40 per cent to 22 per cent, and by three and a half years after graduation, only 10 per cent of employment was in non-graduate occupations.
Graduate level career opportunities may also be judged in terms of salaries. This may be increasingly relevant also in terms of student debt. A survey of over 2000 graduates undertaken by Barclays Bank in May 2004 has shown that average debt of a student graduates in now £12,069, compared with £2,212 a decade ago. More significantly, students at universities in the South West finish their degrees with the highest debts in the country, owing £14,802 on average. 

Brown and Hesketh (2004)
 found that average starting wages were actually falling, with last year's average of £12,659 down from £13,422 in 2002. The Department for Education and Skills (DfES), however, claim that starting salaries for graduate-level jobs averaged around £18,500 in 2002-03 and employers belonging to the Association of Graduate Recruiters are expecting to pay new graduates an average salary of £21,000 in 2004 - an increase of 3.9 per cent on last year. Brown and Hesketh (2004) argue that these higher salaries are for "blue-chip" companies that take just one in 20 graduates. 

High salaries and career availability are certainly part of the appeal of London and the South East for graduates. The CBI’s quarterly financial services survey reveals that job growth in the City of London is at a 15-year high
 and the financial services sector provides a strong attraction for graduates from many regions.  

3.2
 South West Graduate Labour Market

In March 2002, HERDA-South West, in association with the South West Regional Development Agency (SWRDA), commissioned Perryman et al at the Institute for Employment Studies to conduct a study to inform regional efforts to retain and recruit graduates for the benefit of the South West economy. The resulting report, published in 2003, is entitled Choices and Transitions: A Study of the Graduate Labour Market in the South West
 (hereafter referred to as Choices and Transitions). The report has been mentioned earlier in this literature review but is dealt with in greater detail in this section. 

Perryman et al (2003) established that the South West is:


· A net exporter of students. Most people from the South West who enter higher education study outside the Region;
· A net exporter of graduates. Most students who study in the South West work outside the Region, particularly with the passage of time;
· A good place in which to study. South West students are generally very satisfied with their experiences of higher education;
· A nice place in which to live. Most students from the South West and those who study in the region think that it is a nice place in which to live;
· Perceived to be not a good place to work. Students in the South West feel that the job opportunities (outside areas such as the public service sector, and locations in the regions nearer the South East and the Midlands) are limited. While some find satisfactory employment in the South West, most either leave straight after graduation or take temporary employment for a short period, before leaving for the better prospects and ‘opportunities’ in London and elsewhere. Lost South West graduates, who come from, and studied in, the South West but work elsewhere, have better quality jobs than those South West students who stay in the region. Although some of the negative views of the South West are misplaced as, for example, the quality of graduate jobs is similar to the regional average, graduate earnings do appear to be relatively low;
· Demand for graduates is important. The movement of graduates out of the region, and the reasons they give for going, suggest that it is the lack of adequate job opportunities that are driving many away. Many would prefer to stay, but feel they have to leave for career reasons. More research could be undertaken to identify the true extent of employer demand for graduates;

· Domestic (Local) students are the key source of supply. South West ‘Loyals’ form the largest group of South West graduates working in the region. They are committed to staying for various reasons and form the core supply; 

· Key employers look outside the region. Most employers in the region’s priority sectors prefer to import graduates from outside the Region. This is partly because South West Loyals study subjects that are more suited to other occupations and sectors;

· Home is where the heart is. While a number of people from the South West go elsewhere to study, as in most other regions, many return. ‘Graduate Returners’ outnumber ‘Incomers’ by two to one, while many who come into the South West to study from outside the region and stay for a time, tend to drift away back to their home regions or to better job prospects elsewhere. Many Returners seem particularly keen to come back, taking relatively low quality jobs so to do;

· It is worst in the West. There are fewer graduate opportunities the further West you travel. In the far South West, that is Cornwall and Devon, opportunities tend to be for older and more local graduates, whereas the ‘near’ South West, for example, the area around Bristol, appears to offer more higher-level job opportunities;

· Students have a fairly realistic view of the labour market. Students’ expectations of their employment and salary prospects seem reasonably grounded in reality, although they may not be aware of the full range of job opportunities available. Many take a medium-term view of their career prospects and would be happy to work in smaller and medium-sized businesses — as long as the job prospects looked interesting.

Choices and Transitions also revealed that there are 334,000 graduates of working age in the region, with 45,000 economically inactive graduates. Of these, 9 per cent report that they are neither seeking nor wanting work, slightly above the national average of 7 per cent. 

There is evidence that the graduates from the region’s HEIs are not meeting priority sector employer demands. Except in the marine sector, employers are hiring more graduates from outside the region than locals. This is especially apparent in the biotechnology and advanced engineering priority sectors. 

The South West experienced a net out-flow of 2,335 graduates in 2001/02, with 10,960 new graduates in the workforce. The number of ‘lost’ South West students outnumbers lost South West graduates by 3.5 to one. This implies that graduate retention can be improved by encouraging local people to study at the region’s HEIs rather than elsewhere
. The argument against this is the evidence that certain employers prefer to recruit graduates from outside the region, with returners to the region being the most successful in finding work.  

Underlining the importance of the public sector to graduate utilisation is a recent study
 that lists the public sector’s share of jobs in graduate-intensive sectors, defined as those where at least 25 per cent of the workforce consists of graduates. This ranges from 23 per cent in London East to a high of 69 per cent in Lincolnshire and Rutland. The figure for Devon and Cornwall is amongst the highest, at 60 per cent. Comparing regions, the South West has 50 per cent of its knowledge-intensive jobs in the public sector, placing it as the eighth out of 12 regions, with London the lowest (28 per cent) and Wales and the East Midlands being most reliant on the public sector for employing graduates, at 60 per cent.  

In 2003, 28.7 per cent of those employed in the South West were graduates, below the national average of 29.1 per cent. Education (62.4 per cent) attracts the highest number of graduates. Spilsbury
 shows that 17 per cent of graduates in the South West believe they are over-qualified and the number of graduates working in the hotels and restaurants and transportation and communications sectors has increased at above the national rate in the last year.  

In the South West, there are relatively large numbers of self-employed graduates in the media, literacy, design and sports professional categories, and this is clearly significant for graduate employment initiatives in the region.

The region already has the highest proportion of self-employed workers in the UK, 10 per cent, and the second highest proportion of self-employed graduates, also at 10 per cent
.  HESA statistics show a significant number, 17 per cent, of self-employed graduates in the media and it is possible that self-employment might provide opportunities for some of the graduates who are under-employed or unemployed. 

3.3
Graduate Employability

One study entitled How Much Does Higher Education Enhance the Employability of Graduates? (HEFCE, 2003) investigated the actions taken by universities to enhance the employability of their students and the success of these actions. The study reveals that many of the skills required by employers are best acquired, or can only be acquired, after commencing employment rather than beforehand. However, gaining relevant work experience during undergraduate studies has a positive impact on employability skills. The positive effects did diminish over time, however, as graduates gain experience and receive on-the-job training. 

Nevertheless one study
 indicated that 55 per cent of employers considered that graduates performed better than non-graduates, whilst another
 found that although only 17 per cent of recruiters thought that graduates were better equipped for work than non graduates with three or more years of work experience, more than three quarters of graduates were recruited for their future potential. This belief in potential was supported by statistics showing that more than half of the graduate recruits had moved into more senior management roles within three years.  The report also found that 65 per cent of the recruiters targeted specific universities and none of these focused on the new universities. Most recruiters attributed this to the courses offered by the older universities, although some mentioned management policies. 

Hesketh
 also found that many employers prefer the ‘traditional’ universities, although only 12 per cent stated an inherent aversion to the ‘new’ universities. In attempting to analyse whether employers’ preferences for graduates from the ‘traditional’ universities was justified by graduate performance, no statistically significant relationship was found. Hesketh writes:

This may in part be attributable to the finding that the majority of employers are satisfied with the graduates that they recruit which is an important finding in itself. Indeed, this arguably leads us to the happy conclusion that higher education, even though now a mass product is one which employers are in the main content with. (p. 259)

The study also found that employers were generally satisfied with seven of the nine skills that were the focus of the research, with teamwork and technical abilities the exceptions. Furthermore, only one of the seven economic sectors (consumer services) was found to have a statistically significant degree of unhappiness with the role of HEIs, which could be explained by this sector recruiting unsuitable graduates rather than the provision of HEIs. Employers, however, tended to find deficiencies in graduates’ key skills of problem-solving, teamwork and self-management. The science and engineering and public services sectors reported the highest composite skills requirements for graduate recruits, above those employers in the business services sector. 

Other studies have found employers to have a more negative attitude towards graduates. A poll of more than 100 recruiters found that 40 per cent of those surveyed believe degrees have become devalued as a means of measuring employability and more than a quarter were experiencing difficulties in finding quality graduates. As a result, 66 per cent of the respondents now look to continental Europe for more suitable candidates. Respondents highlighted a lack of appropriate skills and a decline in the quality of applications as the main reason for the drop in the number of suitable graduate candidates. The survey, conducted by H R Park and The Guardian Newspaper
, also found that approximately 44 per cent of the recruiters thought that graduates do not necessarily make better employees than staff with no degree and three years work experience.  

3.4
Employability Skills

The changes in the UK economy and workplaces outlined above have meant that there has been a resultant increase in demand for employability skills. This is not to say that employers are no longer demanding the technical skills necessary to carry out the key tasks associated with any given role in the workplace, but that they are now demanding that their employees be much more ‘rounded’ and in possession of a range of generic employability skills that enable them to adapt more quickly to changing roles in the workplace and evolving ways of working.

According to Greatbatch et al
, generic employability skills can be described as comprising:

a suite of ‘transferable’ skills independent of the occupational sectors and organisations in which individuals work, and which are seen to contribute to an individual’s work, and which are seen to contribute to an individual’s overall employability by enhancing their capacity to adapt, learn and work independently.

They also go on to explain that these are seen to include the six existing key skills (communication, application of number, IT, problem-solving, working with others, and improving own learning and performance) as well as other generic skills including reasoning, problem identification and solving, influencing and negotiating skills, planning and sequencing operations and commercial/business awareness. Increasingly, these generic skills can also be taken to include a range of personal attributes such as motivation, judgement, leadership and initiative.

One of the current dilemmas facing Universities and HEIs is that of delivering employability skills in the undergraduate curriculum. Whilst this is something that has been more commonplace in certain types of institution and on certain degree programmes (for example, on those routes that offer student placements and ancillary support), there has, until recently, been no attempt to coordinate the delivery of employability skills in all HEIs via the undergraduate curriculum. Furthermore, in many instances such activity has often been delivered as a ‘bolt on’ activity developed in isolation from the mainstream curriculum and any workplace context. The current shifts in policy direction seek to amend this by ensuring that all HEIs take a more integrated and holistic approach to development of their undergraduates by recognising that:

Employability is not about training or providing add-on skills to gain employment. On the contrary, employability is about how higher education develops critical, reflective, empowered learners

In order to identify and disseminate best practice in improving the employability of graduates and the embedding of employability skills in the undergraduate curriculum, the Enhancing Student Employability Coordination Team (ESECT) was established (see case study 17, Annex 3 for more detail). This is a national network organisation with the remit of identifying, capturing and promoting the range of activities being undertaken in HEIs to improve the employability of their undergraduates.  These include via the curriculum, short and long placement programmes, and the accreditation of other work experience undertaken by students during the course of their studies.

3.5
Graduates in the workplace

In considering the issues surrounding CPD for graduates in the South West, important distinctions must be made between both the nature of the increasingly differentiated new graduate out-turn from HEIs both within the region and elsewhere and those employees established in the workforce who hold degrees or graduate-level qualifications. It is important to recognise that there is no longer any such thing as a ‘typical graduate recruit’, with the University of Plymouth, for example, having 75 per cent of their students who work part-time, and 45 per cent being aged 25 or older – a picture that will become increasingly widespread as all HEIs respond to the widening participation agenda. This is most certain to be the case in Cornwall particularly with the recent development of the Combined Universities of Cornwall and the opening of the new combined campus at Tremough, with student numbers of around 3,000 anticipated within five years. One of the founding principles of this development is to increase the numbers of entrants via non-standard means and onto a wide range of courses, including University Access Courses and Foundation Degrees.

The South West has a resident workforce of over 1.5 million people of whom 26 per cent (or over 400,000) have a degree-level qualification
. This goes to show that the issue of training and development opportunities for graduates in the region is far from restricted to those most recent leavers from higher education, of whom in excess of ten thousand do, nonetheless, enter the labour market each year
.

What this most clearly illustrates is the fact that, whilst there may be a need both to attract and to retain new graduates in the region, there also exist issues around the training and development of our existing graduate workforce to ensure that they have the skills needed in an increasingly fast-moving and shifting economy. Achieving sustainable economic growth will not be reached solely by increasing the level of skills of those entering the workforce; there is also a requirement to ensure that those currently in the workforce are given the opportunity to make themselves as productive as possible through the updating and advancement of the skills and qualifications they already hold.

Having briefly looked at the graduate workforce in the South West, it is also important to consider the employment structure of the region, and the issue of small businesses in particular. Given that around 90 per cent of companies in the region employ fewer than fifty people
, the role of small businesses as employers of graduates and of their subsequent training and development cannot be underestimated.

The immediate difficulty is that SMEs are not a sector as such, and the only common element is size (in that they all range from one to 250 employees!). There is, therefore, no uniform demand for skills, and the focus on CPD lies largely in those with 25+ employees. Training issues in smaller SMEs differ considerably from those in their larger counterparts and tend to focus on current problems rather than future capacity.

A survey examining approaches to learning and development in small business was carried out in 2003 on behalf of the Federation of Small Business (FSB) and the Small Firms Enterprise Development Initiative (SFEDI). The results predominantly represent the views of owner/managers of more established small firms (having been in operation for five plus years) and show the following:

· small businesses do develop their people but predominantly by informal means and learning from experience

· two-thirds of owner/managers thought practice, discovering what works and reviewing what they did  had made a critical contribution to helping them do their job better

· the most common routes to employee development were from learning by doing the job and discussions with their manager

· substantial proportions of owner/managers:

· believe more effective learning occurs if it is directed at solving problems for the business;

· thought you could learn a lot from the experience of other small businesses;

· find that time is the biggest constraint on development activities;

· prefer learning-by-doing;

· would do more self-development if activities were ‘bite-size’

These findings demonstrate some of the ways of formulating a better form of educational and training relationship between HEIs and smaller businesses by moving away from the traditional approach of teaching and learning in the classroom that is then taken away by the learner, and applied in the workplace (or not, as the case may be) under the auspice and at the discretion of the employee. What is evident from this work is that training and development activities for the small business sector are much more effective if they are:

· based around solving identified business issues or problems;

· assessed in a more informal manner, reflecting on business outcomes;

· developed in conjunction with other small businesses;

· not overly burdensome in terms of time required to undertake the activity, and

· flexible in terms of how, where and when the delivery takes place.

The further use of mentorship practices, including the training of owner/managers in the process themselves, is a potential means of encouraging the two-way process of developing a training mentality in SMEs.

3.6
Firms and Graduate Retention

Research has been carried out on the ways in which firms retain their graduates. One large-scale study
 found that most employers use a range of techniques in order to retain their graduates. The most popular is to offer technical or professional training, and 90 per cent of employers do this. Mentoring and coaching are also offered by around 80 per cent, and planned career and/or salary progression by around two-thirds. However, the technique considered by some commentators as the most effective, planned career progression, was not the most commonly used.  

The organisations most likely to offer career development were those offering professional training places to their new-graduate intakes, or those with other formal recruitment patterns. Employers offering the highest starting salaries tended to use the broadest range of measures to retain their graduates, including planned career progression, accelerated promotion, and flexible working patterns. This is likely to reflect the priority that such employers place on their graduate intakes and, related to the up-front investment incurred by these employers, hence the greater willingness/freedom to invest in potentially expensive and resource-intensive development systems. 

Retention levels amongst most employers are high, and the impact of losing graduates is seen as limited to the loss of initial investment for the majority, or a failure to gain returns on that investment. Over half of all first-year undergraduates are aged over 21 years, and today’s graduates are also likely to have personally made a substantial financial investment in gaining their qualifications, and they too expect returns. Long-term development is therefore seen as an essential part of their careers. Employers who cannot, or do not, offer visible opportunities are likely to lose new-graduate staff. Smaller employers in particular, need to respond to the needs of their new-graduate recruits in a flexible way, selling the benefits of the opportunities they have (for example, close working relationships with senior staff and the ability to get involved across the whole of the business). However, a clear and open dialogue which manages the expectations of potential employees is vital for all employers to avoid unwanted turnover and the unnecessary expense involved in appointing staff who are at risk of leaving to take up opportunities elsewhere
.

3.7
The Importance of SMEs in Graduate Recruitment

The South West has the second highest regional proportion of employment in firms with ten or fewer employees and the second lowest proportion of employees in firms with 200 or more workers.  SMEs are therefore crucially important in the region. 

The DTI estimated that, at the beginning of 2002, SMEs accounted for over half (55.6 per cent) of all employment within the UK and according to the Graduate Experience 2002 Report
 only 14 per cent of respondents to their survey had actually secured a place on a high-flying graduate training scheme with a blue chip employer. This figure was echoed in the Institute for Employment Studies Annual Graduate Review 2002 Update: Part Two, Graduates’ Early Careers
. It is fairly safe, therefore, to assume that graduates do find first destination employment in SMEs and that there is a distinctive SME graduate labour market in the UK.

SMEs have tended to claim that it is expensive to employ and train graduates particularly given the risk that they will leave after training to go to a bigger firm. This has been countered to some extent by injections of European funding, especially in the more deprived areas of the UK, which has eased the financial burden for SMEs in recruiting and training staff.

3.8
The Advantages of Employment in an SME

· Since there may be less distinction between ‘roles’, in the company, a graduate working within an SME will be more likely to get involved in a wider range of activities and will gain a variety of experiences and skills;

· 61.8 per cent of staff in small companies are satisfied with their pay and benefits in comparison to 58.8 per cent of staff in larger companies;

· Motivated and intelligent graduates may have more opportunities to voice their own ideas and a greater opportunity to shape company practices and procedures;

· Graduates may have more control over their careers due to the fluid nature of their ‘roles’;

· There are more likely to be opportunities to develop roles, which would be seen as ‘non-graduate’ positions in larger graduate recruiters, into career paths that necessitate higher skill levels;

· There may be greater opportunities for taking on responsibility early on and individual input will have a visible impact on the performance of the organisation;

· Working as part of a small team towards a set of shared goals can be extremely rewarding both personally and professionally; 

· Working hours are often more flexible, although flexibility will also be required from the employee.
3.9
Possible Problems Related to Working in an SME

· Graduates may be recruited into low-skill jobs within SMEs, sometimes with little or no reference to their qualifications as the graduate may choose underemployment rather than unemployment because of lack of traditional ‘graduate level’ opportunities (Small Business Service, 2002);

· SMEs may offer mainly on-the-job training that is not structured in the way that many graduates would expect. Graduates must be prepared to ‘hit the ground running’;

· Although the graduate may have more control over career progression, the lack of a formal career path may not suit everyone;

· Starting salaries are often lower than those offered by larger graduate recruiters and benefits such as pension schemes, gym membership or company cars are likely to be reduced;

· Under UK law, SMEs with fewer than 22 employees do not have to recognise trade union affiliations among their workers. 

3.10
The Attitudes of SMEs Towards Graduates

A review of the literature
 concerning graduate employment in SMEs includes the following key findings:

· Approximately 50 per cent of SMEs reported no preference for the degree discipline graduate recruits possess
;

· Over 90 per cent of SMEs indicated little interest in the class of degree or type of HEI
;

· Around 8 per cent of SME employees have degrees, compared with 13.2 per cent of the economically active population
; 

· Once SMEs recruit a graduate, they are more likely to express a subsequent preference for such in the future
. The policy implication of this is to develop further student work placement programmes in SMEs;

· SMEs in communications and media have a high propensity to recruit graduates
.

3.11
Inhibiting Factors to SME Recruitment of Graduates

The research of Johnson and Pere-Verge
 reveals that 75 per cent of SME owner-managers questioned the skills and relevance of training of graduates with Williams and Owen
 showing a similarly negative perception of the value that graduates would bring to SMEs. 

As the concept of what constitutes a traditional graduate job is widened, the importance of the SME sector increases. However, “there remains only flimsy evidence as to the size and growth potential” of the SME market for graduates
. 

Investigations
 of the views of SME owner-managers towards graduates and graduate skills, which focused on SMEs in the hospitality, leisure and tourism industries, found that micro-businesses did not believe their business to be appropriate for graduates as they could not utilise graduate skills. However, as firms grew in size and complexity, they were more receptive to employing graduates, especially in those where the employer had a professional qualification.  The finding from this study, that there is little evidence of a skills gap for micro-businesses, has implications for initiatives that attempt to stimulate employer demand for graduates. 

Graduates with managerial skills were demanded by the larger small business (25-50 employees) and medium sized businesses (51-100 employees). Overall, this study found that only a small proportion (about 20 per cent) of small firms are likely to have identified skills gaps that they consider appropriate for graduates.  

Should these findings be replicated in the South West, the clear message is that initiatives should focus on stimulating demand for graduates in growth orientated firms employing more than twenty-five people. Initiatives that nurture managerial skills in graduates most effectively meet the skills gap revealed in this research. 

3.12
SMEs and HEI Employment Initiatives 

Quantitative studies of the effectiveness of HEI-business initiatives have found that the greatest impact in terms of stimulating demand for employing graduates and improving graduate retention is to be found in the bigger SMEs, those employing at least twenty people.


Hanage et al
 write:

Our conclusion is that there is no single answer to the problem of increasing the uptake of graduates by SMEs.  Instead a ‘jigsaw’ of interlocking programmes and activities is required:

· To influence the perceptions of graduates by SMEs;

· To encourage more graduates to consider a career in an SME;

· To assist the recruitment of graduates by SMEs;

· To help the graduates make a significant contribution to their SME;

· To feedback the successes to SMEs and to graduates.

Accompanying the growing numbers of graduates over the last decade has been the debate on how to stimulate SME demand for graduates. In 1994 Hanage et al
 offered the following advice on what HEIs can do to foster this potential pool of graduate jobs:

Based on our observations we believe that ‘Regional Graduate/SME Agencies’ should be set up and evaluated.  They would work in close co-operation with the University Careers Services and the providers of the Graduate/SME programmes in the Region and could carry out some or all of the following functions:

· Proactively market the idea of employing graduates to the SMEs in the Region;

· Prepare SME Career booklets;

· Arrange the ‘SME Awareness’ workshops;

· Signpost graduates and SMEs to relevant programmes;

· Carry out the first interview process and help match SMEs and graduates.

3.13
Graduate Development Programmes 

The traditional and mainstream activities of Universities and Colleges of Higher Education have been those of delivering undergraduate and postgraduate teaching and of research.  To those have been added a new key function, that of ‘third stream’ funded activity intended to meet the needs of business and the community, contributing to economic and social development, both regionally and nationally.

This ‘new’ activity with which HEIs have now been charged is central to the Government’s plans for the expansion of the sector, including the 50 per cent participation target for 18-30 year-olds by 2010. What is clear in this intention is that such expansion must be targeted and focused on the areas of greatest need and to aid in the broader developmental agenda pursued by the RDAs:

The economic case for expanding the provision of higher education is extremely strong. But as we expand, we must not compromise on quality, and we must make sure that the courses and patterns of study on offer really match the needs of our economy, and the demands of students themselves. We must not and will not pursue expansion for its own sake, simply by offering more of what has been offered before.

Graduate Development Programmes are designed as a means to place graduates in local SMEs, supported by HE institutions. There are examples of national programmes delivered locally (e.g. KTP) and regional programmes developed by individual institutions (e.g. University of Exeter Graduate Business Partnerships). Programmes typically last between 3-24 months.  For more information on these programmes, see Annex 3 of this report.

4
WORKSHOP AND ONLINE DISCUSSION


The workshop was the culmination of the Learning Theme activities and was attended by forty delegates representing a range of organisations with an interest in the training and development of graduates in the region. These included the Careers Advisory Services (CAS) of HEIs, Sector Skills Councils, regional sectoral bodies and skills networks, public and private sector employers and private training providers and consultants.

The workshop received presentations from a range of speakers who helped to stimulate a lively and informative discussion throughout the day:

· Marc Lintern, University of Plymouth Careers Advisory Service and Gradsouthwest

· Barry Wilding-Webb, Workforce Planning Advisor, Devon County Council

· Tony English, Director AEGIS Business Solutions Ltd

· Anne King, Owner/Manager Design Print Imagination, FSB representative

The workshop was chaired by Jeff Goodman, Director of the Careers Advisory Service, University of Bristol and Chair of the Regional Graduate Employability Group, and was facilitated by Chris Evans, Director of SLIM. An introductory presentation was also given by Dr Peter Whalley, SLIM R&D Manager.

Details of the individual presentations appear in Annex 2, below.

The workshop discussion sessions focused on: 

· the role of HEIs in providing CPD opportunities for graduates and the issues facing them;

· graduate CPD and employers, with particular reference to SMEs as these are particularly important to the South West region

This section draws out and summarises the key issues emerging via both the online discussion and from the delegates’ discussion groups held during the workshop. 

4.1
The role of HEIs in graduate CPD

4.1.1
Responding to the changing external environment

One of the major challenges currently facing the HE sector is that of responding not only to economic and industrial change, but also to a strongly and rapidly changing political context.  

One issue to emerge was that of the educational infrastructure and system still being geared to the workforce requirements of a traditional industrial economy.  In this model, a small elite was educated to a higher level to perform managerial roles, with the bulk of the labour force being required to work in lower-level factory and technical occupations. The need was recognised for a new model in which the training and development of the individual is negotiated in relation to their changing workplace role, and every student undertakes some form of PDP as an undergraduate. This was articulated by one of the online discussion participants as follows:

Universities are still operating in an ‘old world’ view of skills and jobs for life.

Dr Gagan Lushai, BioApproaches SW

4.1.2
Funding for CPD

Another issue in the changing role of HEIs is that of funding, and the dramatic shift in the relationship between the HE sector and the State in terms of revenue. As one participant in the online discussion pointed out:

Another perspective is: who should pay? This is reminiscent of the arguments in the 1990s (and still going on) about the role of the State in funding post-compulsory education and training (and, of course, underpins the arguments around student loans and fees). What proportions should be borne by the State, employers and learners? For HEIs, the problem is simple; funding must come from the recipients, because there is little or no funding from the State (except where the State has a direct funding responsibility for sectors - e.g. education and health). However, the White Paper also made it very clear that government saw HE as a key instrument in delivering economic development, especially at the regional level and has laid the ground for increasing the influence of RDAs in the delivery of regionally significant HE provision (e.g. through funding allocation under HEIF which can support CPD in areas of recognised need). HEIs are making strategic decisions relating to their future development in the light of how best they can compete (yes, it is a market-driven sector - where the market is determined by financial opportunities) for funding.

Ian Hosker, Professional Training and Development Consultant

HEIs now have an explicit duty to act as agents of regional economic and social development, and although ‘third stream’ funding is now available to institutions for such activity, exactly how this is resourced and delivered is down to the individual institution. It was felt that this issue of the lack of availability of dedicated funding for CPD activity was one reason why it continued to be seen as marginal or ‘bolt on’ in many HEIs.

… those institutions that are actively engaged generally have a history in vocationally related higher education (i.e. what used to be Polytechnics, and Colleges of HE). For these HEIs it is perhaps less of a ‘bolt-on’ provision.

Ian Hosker, Professional Training and Development Consultant

4.1.3
Relationships with employers

The nature of this relationship between the institution and business is not uniform across HEIs, and it was felt that there was a considerable amount of “catching up” to be done by the more traditional institutions in terms of their willingness to engage with employers. One of the challenges is that of developing a more mainstreamed and co-ordinated approach to the delivery of both employability skills and of CPD activities in the more traditionally research and academic-oriented institutions.

Both in the online discussion and during the workshop, many of the participants expressed the view that HEIs needed to work much more closely with businesses to tailor their ‘offer’ more closely to the market need. It was felt that academics in particular could be reluctant to engage too closely with business and industry for fear of moving out of their ‘comfort zone’ and being asked to deliver programmes in which they may not feel expert, or indeed fully competent.

For HEIs to develop CPD training packages that are directly relevant to the needs of business, there must be a much closer level of co-operation between the two, with businesses actually being more involved at the design stage.

To develop a range of quality, targeted CPD training/courses/workshops will need a working partnership of a range of providers and businesses. Some sort of brokerage system could be devised to tender out for priority CPD training.

Maria Clarke, Consultant

Exactly whose role it should be to develop such a ‘brokerage’ mechanism was unclear, although the role of the SSCs, Business Links, and Gradsouthwest were all discussed as having potential contributions to make.

One of the main ways in which HEIs do work closely with businesses (and with SMEs in particular) is through their knowledge transfer and student placement activity, such as the STEP, GBP and KTP programmes. These were highlighted during the workshop sessions in response to the negative view of graduates presented from the perspective of small business. Such programmes were regarded as being excellent examples of the ways in which graduates (including recent graduates, with little or no work experience) can be seen to add considerable value to SMEs if managed appropriately and given suitable projects on which to work.

4.1.4
Marketing and co-ordinating CPD

The Careers Services of HEIs were recognised as having a critical role, not only in the marketing and promotion of CPD activity in the region (something that was considered to be generally inadequate), but also in offering advice and guidance on what is available, and in making more of the potential of alumni networks as a ready- made means of access to new markets. It was clearly felt by all of the workshop groups that there should be a single unified point of access to such information, and that there was a serious need to build up a clearer picture of exactly what was currently on offer across the region. The suggestion was that Gradsouthwest was probably in the best position to be able to offer such a service, having an existing high-profile platform operating on collaborative principles, and a large and well- established user base. 

4.1.5
Improving Employability

In keeping with the broad national policy approach to the employability of graduates, it was clearly identified that in order to make the role of CPD in the workplace more productive, there was a need to bring about changes to the undergraduate curriculum. It was generally felt that although Universities and Colleges were producing graduates of the right calibre, they were, however, still lacking in the transferable skills required in the workplace.

The problem is that broader skills are not taught at University – they don’t teach the transferable skills needed in the workplace.

Jonathan Parry-Jones, RLN SW

A range of solutions to this problem were discussed, including extending the use of work placements on undergraduate programmes and the incorporation and accreditation of part-time work experience. It was also believed that there should be further mechanisms for the accreditation of prior experience and informal learning, with the latter being seen as having an important role in extending the practice of learning in the workplace. At an undergraduate level, it was also felt that one of the challenges facing HEIs was that of developing the attitudes and personal attributes of students to make them not only more immediately employable, but also more aware of the benefits of CPD in the workplace and of lifelong learning more generally.

An issue picked up by one of the workshop groups was that there was no mainstream support for graduates after leaving HE, although local efforts exist. One example of such support that was quoted was the University of Bristol, where ESF funding was available to deliver three-day courses of employability training to graduates of the University who were unemployed six months after graduation. This programme was highly successful, with 60-70 per cent of participants finding work as a result (although the future of the programme was uncertain on the expiry of ESF funding). There was also considerable support for training packages that could more widely support graduates and their employers during this initial stage of their careers.

A further issue that was identified was that of HEIs tending to concentrate their CPD efforts at level 4 and above, and failing to recognise the actual skills training needs of graduates in the workplace.

The focus on level 4 plus delivery ignores the fact that many graduates and postgraduates are still lacking in certain basic and key skills required in the workplace.

Simon Roper, Environmental Training Provider

One online discussion participant described the approach taken in their training organisation to the issue of different levels of delivery being needed according to individual circumstances:

The new system of 'spikey profiling' of NVQs - where an award to be composed of vocational units at levels to suit the individuals competence - i.e. I may be Level 4. with habitat management but Level 1 with health and safety - seems to me to allow us to get away from this idea that all post-grads are Level 3+ (you should see some of post-graduate applicants!) - some are Level 3 and above at some things - but not across the board, in either their subject areas or employability skills.

Simon Roper, Environmental Training Provider

There was, equally, a recognition that the particular requirements of individual employers and of particular occupations and professions also needed to be more adequately considered in the development of the CPD offer by HEIs.

The other important consideration is what employers want. They don't want graduates for the sake of wanting graduates: they want employees who can do the job! Similarly, CPD is determined not by qualifications per se, but by business needs. If I am offering a CPD service, I have to argue the business case to an employer (i.e. how will this benefit the 'bottom line'). This often means that employers want CPD, while learners want this attached to a qualification to make themselves mobile within the labour market.

Ian Hosker, Professional Training and Development Consultant

Part of the problem was the way in which various CPD activities are funded, with the focus on the delivery of qualifications (as opposed to skills) leading to a mismatch between the offer from HEIs and the requirements of the market.

Public funding for FE, community-based and work-based learning is usually linked to qualifications, not skills development per se, so it makes it difficult for providers to be responsive to employer and learner needs.

Ian Hosker, Professional Training and Development Consultant
This was believed to be most acute in terms of failing to deliver skills in the workplace that would most readily translate into an immediate and measurable business benefit to the employer.

Our experience is that industry wants skills and knowledge that can demonstrate an immediate added value to the organisation. NVQ's and qualifications that cover technical knowledge or practical skills are favourites. An example is the Association of Accounting Technicians - aimed at all in finance. It is a very popular course and supported well by employers. Graduate entrants are put through this qualification up to NVQ 4. Students on other management courses also seem to echo the desire for direct results that are immediately verifiable in the work place. Full time courses are not seen by the employers as a suitable entry point to the organisations without practical experience and evidence of skills. We have conducted some research as to what the employers and graduates would like next and the following brief results are:

- Progression onto further professional qualifications is preferred - very little take up for any idea of further Degrees or Masters (cohort questioned 122)

- Progression routes envisaged by post qualification students divided into three - accounting, marketing and personnel.

- Actual use of CPD as required by professional bodies (most issue files to record post-qualification CPD) - generally never completed and to date awarding bodies have not asked for sight of them (if they existed). If awarding bodies were more active in following up these records then their usage and recognition may increase markedly.

Kevin Fisher, GLOSCAT
The following quote expressed during the online discussion further supports this view that there is an onus on professional associations to play a stronger role in ensuring that their member organisations do fully commit themselves to the principles of CPD:

If awarding bodies in professional associations insisted on CPD records being maintained and examined then the whole area of CPD may become far more recognised.

Kevin Fisher, GLOSCAT

An idea that was popular with many of the workshop groups was that of Graduate Apprenticeships, recognising the fact that fresh graduates may not have all of the skills demanded by employers, but that employers do need to take an active role in the development of their own staff.
One workshop participant, a recent graduate, was, however sceptical of the notion of ‘Apprenticeship’, believing that a further traineeship would not be popular with graduates having just completed three or four years of full-time education at considerable personal cost. This was reflected in the belief of some of the participants in the difficulties involved in getting both recent graduates and employers involved, and fully bought-in to the process of developing soft skills.

Trying to get any student interested post-qualification in "soft-skill" areas such as marketing, personal development or general management has been a difficult experience. Employers appear to view these as less useful as direct Return on Investment is hard to evaluate. Longer-term results are very hard to gauge and employers appear to value more practical evidence.

Kevin Fisher, GLOSCAT

The potential use of online, distance and blended approaches to training and development was discussed as having considerable potential for the delivery of CPD in the more flexible and ‘bite-sized’ format frequently requested by business, and by SMEs in particular.

Two other means by which the relevance of CPD to businesses could potentially be improved is through a move away from traditional methods of assessment, and towards greater recognition of learning in the workplace and the accreditation of a wider range of work-based activity.

A difficulty that was widely recognised was that there were cultural issues behind the reluctance of some institutions to develop new forms of activity that may not fit with what the institution has traditionally considered to be its core activity.

It is difficult, and often undesirable to divert staff away from core activity (undergraduate teaching and research) to what many still regard as being of marginal value to an institution.

Ian Hosker, Professional Training and Development Consultant

HEIs are not into expanding and/or innovating their vocational CPD programmes for post-graduates, except where these already exist and are successful.

Simon Roper, Environmental Training Provider
Part of the problem was seen as being the fact that the courses that HEIs viewed as being most successful were those that attract high numbers of candidates (for obvious reasons) rather than having the most relevance to business. Such courses are generally at the Masters/NVQ 4 level, and tend to be popular among individuals seeking personal career progression rather than strictly to improve their skills to meet current business needs. Furthermore, such programmes are inevitably delivered and assessed along traditional academic lines, with the end outcome being a 30,000-word Masters-level dissertation, rather than any measurable improvement in workplace performance. Such an approach was not felt to be the best means of assessing and improving the individual’s competence in their workplace role.

Competency-based CPD is a difficult area for HEIs. Many academics cling to the notion that 'critical thinking' skills cannot be measured by what they regard as low-grade NVQish approaches … The thinking is that academic assessment is measuring development, while competency based assessment  is a snapshot and does not track development over time.

Ian Hosker, Professional Training and Development Consultant
There is a case for 'work-based learning' along vocational lines for all professionals, graduate or not, in just the same way as for those in trades, skilled occupations or anything else.

Maria Clarke, Consultant

A potential solution to this issue of delivering different levels of both competency-based and theoretical training to employees was considered to be that of greater collaboration between institutions in offering a wider and more flexible range of training opportunities in the region.

Perhaps non-HE institution-based providers could work in partnership with HEIs to deliver programmes (in the workplace, for example), but under the quality assurance and (where appropriate) accreditation frameworks of an HEI.

Ian Hosker, Professional Training and Development Consultant

This collaboration across sectors would also break through one of the potential barriers to progression identified during the online discussion and workshop, which is that of CPD being delivered strictly for graduates or at a graduate equivalent level to employees with qualifications and experience, but no degree:

The sooner we can move away from the concept that graduates are a case apart in terms of CPD the better - whatever happened to lifelong learning? Anyone has the potential to be a graduate at any time in their life - it is one step along the CPD, and personal development continuum; but this may not be the best route for that individual even though other CPD opportunities open only to graduates in the same line of work is. I believe that separating out of graduate CPD has led to its impoverishment or non-existence in many fields other than the traditional academic route.

Maria Clarke, Consultant

An important role is also played by student guilds and unions through the range of opportunities presented to students to gain work experience and vocational qualifications (such as Health & Safety etc) in the course of organising and managing a host of extra-curricular activities.

The need was strongly recognised for employers to have a greater involvement in influencing the offer of HEIs by making their needs more explicit and working in conjunction with Universities and Colleges – something at which they were generally perceived as being rather inadequate.

Employers are very poor at approaching Universities – you can’t get them involved in graduate career development.

Marc Lintern, University of Plymouth

This was, however, more representative of the view from within the HEIs. Some participants believed that businesses were involved with HEIs, and certainly with the FE sector in the development of vocational training routes.

Businesses have been very heavily involved in the development of Foundation Degrees at the design level.

Barry Wilding-Webb, Devon County Council

4.2 
Graduate CPD and Employers

4.2.1
Problems faced by SMEs in employing graduates

One of the difficulties faced by smaller businesses in the recruiting of graduates is the general lack of expertise in human resource management (HRM) among owner/managers, and the attendant problems of failing to select the correct candidates for the job. It could be argued that many of the problems identified by SMEs in the hiring of graduates stem from problems at recruitment, and from a failure to know how to get the best from highly intelligent but inexperienced new graduates. This was seen as being further compounded by the reluctance of owner/managers to employ someone more highly qualified than themselves, for fear of being made to look foolish or old fashioned.

Something commented on both during the online discussion and during the workshop was the fact that the approach to the delivery and to the undertaking of CPD differed hugely across different occupations and sectors. In some sectors (and across SMEs in general) it was felt that there was little impetus put into encouraging employees to undertake CPD activity. In other areas, and particularly in those professions where there was a legislative requirement for those employed in the sector to update and refresh their workplace skills, there were well-recognised and wide-ranging approaches to the skills development of those employed in the field.

Perhaps it is only when CPD is a requirement that the situation is more clear, but surely CPD does not always cost money, nor does it require someone to be away from work. I subscribe to a professional magazine and the fact that I read this would be considered CPD. I need to reflect on and use what I learn in order for it to be acceptable for my professional portfolio.

Tina Marsden, Norton Radstock Care Academy

So, although not all forms of CPD need necessarily be formal or taught, it was widely recognised that SMEs in general have difficulty in planning and undertaking development activities for their staff due the perceived and actual commitments in terms of both time and cost.

… the format of most CPD on offer is not practical due to the time commitment. Providers of CPD need to ask prospective learners/businesses what it is they want in professional CPD how best it could be delivered, just as is done with regional skills in other fields. Bite - sized or flexi-learning is probably the best options and HEIs have a poor track record, if any in this.

Maria Clarke, Consultant

This was not seen to be uniform, however, with considerable differences existing both across SMEs operating in different industrial sectors, and across those of different sizes. The opinion of one of the workshop groups was that graduate CPD was of little purpose in the smallest organisations, and was most effective in businesses employing at least 25 members of staff. The offer of good training and development opportunities was, however, seen as being critical in attracting the best graduate candidates:

To attract the best graduates, the employment package has to include a good CPD and career development programme.

Ian Hosker, Professional Training and Development Consultant

This is clearly an area of weakness in the region (and equally in other regions), and it was agreed that a more coordinated approach to the offer and delivery of CPD to both small and large organisations was needed in order to drive up the attractiveness of the region to recent ambitious graduates. Further work could also be undertaken to promote better the benefits of employment in SMEs to ambitious graduates, as well as that of making SMEs more aware of the potential benefits of employing graduates as potential managers and possible future owner/managers themselves. This also raised the issue of the complexity involved in the role of owner/manager of a small business, with Anne King having referred to the “250 strands of knowledge” with which the SME owner/manger must be fully conversant in order to function effectively. The use of mentoring and of training in mentorship for SME owner/managers was raised as being of potential benefit here as was succession planning.

4.2.2
Barriers to SMEs in providing CPD

Something that was clearly identified during the workshop discussions was the fact that for SMEs, and particularly for those at the smaller end of that scale (i.e. less than 10 employees), the time and cost commitments of employee training, and a lack of influence over the providers of training were considerable barriers to developing their workforces. It was bemoaned that for many smaller businesses, expenditure on training and development was perceived to be a cost rather than an investment, partly due to the high level of commitment in marginal terms, and the inability to demand the economies of scale from which larger organisations benefit.

Different approaches to the clustering and networking of SMEs were raised, with this idea of collaboration between small businesses being seen as vital to raising their game across the region as recruiters and developers of graduate talent. Such collaborative agreements could potentially include the ‘sharing’ of graduates as trainees in a range of companies in a locality, or being able to access a “pool” of graduate talent to provide support for full-time employees during their training. It was also proposed that dedicated support could be made available to SMEs in the form of some kind of recruitment and selection service to aid in attracting and retaining suitable graduate employees.

The role of both the SSCs, and of the RDA-financed priority growth sector support agencies, was seen as being vital in terms of bringing HE and SMEs closer together on the training agenda, and brokering a closer relationship between the two sectors. These organisations were also seen to have a key role in developing a clearer picture of the range of training and development opportunities that are currently available across the region. The lack of a ‘roadmap’ of the various bodies, programmes and institutions operating in this area was seen as being another of the major inhibiting factors to further progress in the region. Allied to this was also the need for the SSCs and sector bodies to identify clearly the range and location of all relevant courses in the region, and to highlight deficiencies in the curriculum offer that may be encouraging residents in the area to study elsewhere in the first place. Again, Gradsouthwest was seen as providing the most logical and practical location for such a source of regional information.

5.
CONCLUSIONS AND RECOMMENDATIONS

This Learning Theme has explored some of the ways in which it is possible to improve the training and development opportunities for graduates in the region with a view to addressing graduate retention and utilisation.  There is a clear rationale for looking at the issue of graduate CPD. It plays an important part in the policy agendas of today and of those that will be important in years to come. There are many courses of action that the region might take on graduate CPD and progress is being achieved on a number of fronts. 

If the region wants to stimulate greater graduate CPD, raising its status and visibility and its impact on the organisations that those graduates work in, it must take action to promote this.  With CPD taking place at a range of different levels, this is an area ripe for inter-organisational collaboration in the support of CPD, particularly between further education and higher education providers of CPD opportunities. The issue of supporting graduate CPD cannot be addressed in isolation. A plethora of organisations, from SSCs to employer organisations, from professional bodies to careers advisors, and from HE institutions to LSCs, will need to be involved. There are also many large, mainstream initiatives that will impact upon any measures to address graduate CPD, such as regional action on leadership and management skills, the vocational progression routes under AimHigher or the integration of new business brokerage systems.

Set out below are the main issues and recommendations arising from the Learning Theme.  

Measures to improve employability 

5.1
Improve support for graduates into their first job 

To improve graduate employability, it is recommended that some form of Initial Professional Development (IPD) training be provided to graduates, to act as a ‘transfer course’ from University to work. This could be packaged as a tailor-made induction programme for new graduates into particular types of business and developed in collaboration with SSCs and sector training bodies.  Such activity could be offered as a generic programme or tailored to the specific requirements of the client if there was enough demand.

5.2
Support the development of a Graduate Apprenticeship programme for the South West

‘Graduate Apprenticeship’ programmes work with employers (and potentially with groups of employers) to develop new progression routes for employees holding the minimum qualification of a Foundation Degree, and could provide a mechanism for improving the employment prospects of graduates within the region. There is particular scope to develop such initiatives in niche sectors and technical professions and may be of particular value for graduates already in the workplace and seeking professional accreditation alongside an academic qualification. SSCs could have a strong role to play here. 
5.3
Embed employability skills into the undergraduate curriculum

Whilst many HEIs are taking the approach of embedding employability skills into the undergraduate curriculum, this has not been undertaken with any uniformity.  There may be some benefits in sharing successful approaches, both across and between HEIs in the region, to ensure that this is more widely adopted. 

One issue that will need to be recognised in developing such programmes, is the highly differentiated nature of the undergraduate market today. Far more students now come from non-traditional backgrounds and via non-traditional entry routes, and thereby bringing with them a completely different set of skills and experiences, which they will then take with them into the workplace. 

5.4
Improving the relevance of HE Qualifications to employers

SSCs and other sector-specific bodies (such as Tourism Skills South West, BioApproaches, South West Food and Drink etc) have a crucial role to play in identifying the skills requirements specific to their particular sectors.  They in turn need to work with HEIs and with other providers of CPD and training, to ensure relevance to the sector of the education and training delivered.

Potential exists also for these bodies to take a lead role in the design and development of sector-specific employability training packages, such as that suggested in Recommendation 1.  They are best placed to use their close relationship with business to circumnavigate the criticism that HEIs have no understanding of the needs of business. 

SSCs and their local equivalents can also play a vital role in supporting the take-up of training and development, by ensuring that they have up to date information on CPD opportunities relevant to those employed in the sector.

Supporting employers to employ graduates

5.5
Support for employers to understand the benefits of recruiting and employing graduates 

Employers (especially SMEs) have been very positive about the benefits derived from employing students and recent graduates on various placement programmes. This has particularly been the case where the student/graduate has been brought in to work on a particular project/problem with a clearly identified goal or outcome. In this way, the business is clear from the outset what they require a graduate for, and are not having to commit to providing full-time permanent employment to an individual whose long-term role within the organisation may be unclear.

Nevertheless, many firms, particularly smaller companies, do not have the resource or the expertise to ensure that if they do employ a graduate, they employ the correct person for the job. Support can be offered by HEIs in many ways, including the use of PDP with undergraduates in order to have a better picture of the student as a rounded person.

Examples also exist of recruitment and selection support being offered as a service to SMEs to facilitate this crucial decision in their business processes. (One such example is North West Business Access, a service developed in partnership with seven HEIs in the North West to provide a free business advisory and support service to SMEs in the region, offering help to understand recruitment needs, devise job descriptions and providing assistance with short-listing candidates and interviewing).

5.6
Raising awareness of owner managers of the importance of CPD

The main barrier to training identified by owner/managers of small businesses is that of resource (both time and money).  The provision of direct  ‘no strings attached’ financial support as match funding for the provision of CPD for graduates employed in SMEs is an approach that is starting to pay dividends elsewhere (see GO Wales Case Study). It is proposed that relatively low levels of direct funding for the training requirements of graduate-level employees, given straight to the employer, and not attached to any particular training provider, programme area or industrial sector, could offer some of the flexibility so often demanded by SMEs.

Another barrier identified was the failure of owner/managers to recognise the benefits of employing graduates, and of having problems in their management and supervision in the workplace. A potential solution to this could be to develop and offer training packages for owner/managers of SMEs in developing a more strategic approach to business planning, and in how to recruit, train and work with graduates in the context of their own organisations. A further potential benefit could be the opportunity for HEIs to become more aware of the special needs of SMEs and to work together to produce learning materials around what is involved in working in a small business, and thereby using this to encourage graduates to consider a career in small business management.

An approach to encouraging a more positive and coordinated approach to training and development among SMEs is through the establishment of training networks or clusters to enable small businesses to achieve some the economies of scale from which larger businesses benefit. This is an approach which has been utilised quite successfully in the field of advanced engineering, for example, although further refinement is still required to facilitate the process and to permit businesses that may be in competition with each other to participate in shared training programmes. A potential means of overcoming this issue of intra-sectoral competition could be to establish networks on a local geographical basis, rather than on the basis of cluster/sector membership, thereby removing the distance of travel barrier, and opening the door for such possible avenues as the sharing of “graduate apprentices” across the network.
5.7.
Encouraging any students who study elsewhere to study here by matching offer to demand

There is a need for a more co-ordinated approach to the marketing of what is offered, both to undergraduates and to postgraduates in the region and elsewhere. Better marketing of opportunities in the region should be aimed at encouraging students who study here to stay and work. This implies the need for a centralised and neutral source of information. This could include not only the more coordinated approach to the branding and marketing of graduate opportunities in the region, but also such ideas as the better tracking and more effective use of Alumni as providing a ready-made and potentially loyal market for the provision of CPD opportunities as well as a source of expertise and means of access to widespread organisations.

There is a further need to identify exactly where those ‘leavers’ from the region are going to study, and what degree routes are being chosen in order to better understand whether the out-migration of graduates is to follow particular areas of study not available in the region or whether the decision is more a factor of preferred location of study.

5.8
Increasing the supply of local students. 

As well as the existing Widening Participation activity being undertaken by each of the region’s HEIs, and the Aimhigher programme designed specifically to attract more students from non-traditional backgrounds into HE, other means of encouraging more students to take part include increasing the flexible provision of undergraduate programmes, and a closer matching of courses to priority clusters/sectors where there are identified skills issues and potential for growth in employment in the region. A further initiative that could be pursued is that of targeting non-graduates employed in the priority sectors and encouraging them to train to degree level, possibly by offering financial incentives to do so.

One further proposal was the creation of a skilled graduate pool that could work on a job rotation basis with firms in the region, allowing them to release existing staff for CPD.

Better understanding of graduate movements and motivations

5.9
Improve understanding of movements of students in and out of the region and their motivations for doing so.

As highlighted above, there is a need for further research to be undertaken into the needs of business sectors falling outside the priority growth sectors, and also into better understanding the exact movements of both students and graduates from the region and their motivations for doing so.

Supporting Graduate CPD

5.10
Improve Information, Advice and Guidance (IAG) to graduates outside of the HE environment

There is a need to improve the use of the Gradsouthwest platform already in place to underpin a major collaborative effort to map out more clearly the range and types of initiative being carried out under various banners (HE, FE, SSCs, other Sector-specific bodies etc). In order to achieve this, the regional priority sector skills bodies should brought together in order to allow closer synchronisation of their Terms of Reference, levels and type of research activity taking place and approaches taken to the promotion of skills-based training in the region.

5.11
Building capacity of HE staff to deliver CDP 

There is often a reluctance amongst HE academic staff to support better employability training and CPD. This may arise from a lack of understanding and competence in this area.  HEIs need to consider how to develop the capacity of the wider staff body to support CPD activities. 

5.12
More effective promotion of CPD opportunities

There would appear to be a need for a more coordinated CPD ‘offer’ that focuses on the strengths of each individual institution, thereby avoiding unnecessary duplication and competition (including competition with the FE sector). This, again, suggests that there is potential to develop further the range and depth of information and services provided by Gradsouthwest. 

The vast array of different programmes and initiatives being delivered in the region makes it enormously difficult for even the most well-informed of practitioners to remain aware of everything that is going on of relevance to their particular field. A single source of information would counter this and make the job of encouraging CPD in organisations an easier one.

A popular suggestion was to extend the services of Gradsouthwest to incorporate an area specifically covering the range of CPD programmes and initiatives available to graduates in the region, and also the types of support that are available to employers to aid them in making the most of their graduate workforce.

5.13
Develop a regional CPD network 

Support the development of a regional network to promote, support and deliver a coordinated CPD programme across institutions could lead to the development of a ‘shared’ South West CPD.  This could allow for the accumulation and transfer of credits across and between institutions, and could even be linked to the concept of the regional graduate apprentice scheme (see above).

5.14
Build on and raise the scope of Gradsouthwest
Across a range of recommendations, the availability and potential further use of Gradsouthwest become clear. There is enormous potential to develop further and enhance this established platform to build a more visible, co-ordinated and networked employment and CPD information service in the region. 

A final recommendation is to examine closely the activities of each of the Guilds/Student Unions at each of the HEIs to identify what exactly is being delivered in terms of work experience and related training, and to see whether anything can be done to increase closer collaboration between guild/unions. 
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Annex 2: 
Workshop Presentations

This annex gives an outline of the presentations given during the workshop day to illustrate examples and to promote a healthy debate. Presentations were given as follows:

· Dr Peter Whalley, SLIM R&D Manager – Improving Training and Development Opportunities for Graduates in the South West;

· Marc Lintern, Head of Careers Services, University of Plymouth and Project Director, Gradsouthwest – CPD and Graduates in the South West;

· Barry Wilding-Webb, Workforce Planning and Development Advisor, Devon County Council – Local Government National Graduate Development Programme;

· Tony English, Aegis Business Solutions – Graduate Development in SMEs;

· Anne King, Design Print Imagination – Difficulties in Training and Developing Graduates in Micro-Businesses.

PowerPoint slides for each of the presentations (with the exception of Anne King, who presented without slides) are available in the Learning Theme Resources section of the website:

 http://www.swslim.org.uk/themes/resources_details.asp?theme_ID=17
Improving Training and Development Opportunities for Graduates in the South West: Dr Peter Whalley, SLIM R&D Manager

Peter gave an overview of issues to be considered during the workshop day, including the graduate utilisation and workforce planning context in the South West, the importance of skills in the changing economy and the potential benefits to business of employing a highly-skilled workforce. He went on to consider CPD and what it is, and the issue of graduate and graduate-level CPD, professional vs. vocational development, the nature of skill training in the workplace, and the changing role of HEIs.

Graduate CPD Opportunities: Marc Lintern, University of Plymouth Careers Service, Gradsouthwest

Marc gave an outline of the opportunities and issues relating to CPD for graduates in the South West.

The main CPD Opportunities identified were:

· Courses, study days, conferences, seminars;

· Studying for a relevant higher degree or other qualification;

· Research activities;

· Work based activities e.g. background reading;

· Action learning i.e. structured approach to solving problems in the work place;

· Coaching, tutoring or teaching;

· Supervision, training or mentoring;

· Membership of special interest group, committee or network;

· Review of article / book plus dissemination to peers;

· Observational visit plus written summary of learning outcome and application to working practice;

· Self-directed study with learning objectives.

Marc then gave an overview of definitions of, and approaches to, CPD in different settings before looking at survey results showing what undergraduate students claimed to want from their first career job. Foremost was to be in a job matching their interests, followed by a high salary (which is not particularly good news for the South West), with over a third of respondents listing formal training as being important to them.

He then went on to examine the graduate labour market in the South West, including the fact that one in four of the companies advertising vacancies on Gradsouthwest had fewer than ten employees.
The key CPD issues for graduates were as follows:

· Viewed as a means to an end

· Too little too late 

· Time consuming

· Expensive

· Low priority 

· Uninteresting

· Needs support from your employer (who need to be convinced of the value of CPD)

· Employers may not be able to provide this support

· Need to know where graduates are

· Need to make opportunities accessible and clear.
Marc then concluded by describing the range of initiatives in place at the University of Plymouth to support the graduate employment and development process, and how Gradsouthwest could potentially support regional CPD.

Devon County Council and The National Graduate Development Programme: Barry Wilding-Webb, Workforce Planning and Development Advisor

The presentation by Barry Wilding-Webb described the approach taken in the Local Government National Graduate Development Programme, both nationally and in the County of Devon. This is described in detail in Case Study 2, Annex 3.
Graduate Development in SMEs: Tony English, Aegis Business Solutions Limited

Tony English, formerly of GKN Westland, gave a presentation on the approach he has been working on for providing a more coherent approach to the training and development of graduates in SMEs. Although his experience in developing this model comes from the aerospace engineering sector, it was felt that there were lessons to be learnt in other sectors.

In particular, he examined what was required to ensure that development opportunities could be made available to graduates, giving a summary of the main differences between graduate employment in large organisations as opposed to SMEs.

Tony described the potential advantages to graduates of working in SMEs in the South West (particularly the high quality natural environment), as were the potential draws of larger organisations. He also covered the development of SME clusters, pointing out the advantages to both SMEs and graduates of:

· Management of the marketing and selection process;

· Suitable projects from the cluster SMEs;

· An induction to the objectives and processes of the Scheme (for graduates and SME leaders);

· Skills development workshops;

· Regular progress reviews with the graduate;

· Monitoring to ensure professional body requirements are met;

· The Developmental Carousel: The ‘Carousel’ is a conceptual means of managing a group of graduates through a series of learning periods without leaving any learning location not supported by a worker.

Figure 2: New Graduate Employee Contribution Over Time in SMEs

Source: Adapted from Tony English workshop speaker notes.
The above diagram illustrates the negative contribution to the financial performance of a small business made by a new Graduate having no prior relevant industry experience. The key issue for small business is to shorten the period of time (a) over which the employee incurs a net cost to the organisation, and to lessen the extent (b) of the negative contribution made.

Anne King, Owner/Manager Design Print Imagination

Anne King gave a presentation around the difficulties of running a micro-business, and how the issues facing owner/managers of micro-businesses were not the same as those facing other larger organisations within the SME sector.

She stated that although many micro-businesses are indeed run by owner/managers who are themselves graduates, they would nonetheless be reluctant to hire recent graduates, who are perceived as lacking in social skills and unable to deal with customers. She went on to express the belief that it took six months to convince a recent graduate that they didn’t know everything, and a further six months of training before they were useful (ie twelve months before they contributed to the company). Micro-businesses need people with problem-solving abilities that are absent in today’s recent graduates.

She described research carried out into the skills requirements of owner/managers in Finland which identified 250 ‘strands of knowledge’ that were necessary in running a small business. She explained that HEIs were not responsive enough to the types of knowledge requirements in small businesses, and that there was generally a serious lack of support for micro-businesses generally. Micro-businesses were, she said, high risk environments in a risk averse culture, and were often closed down by the hostile legislative environment of Taxation, Health and Safety and National Insurance obligations.

Anne then discussed training and development requirements of owner/managers which were not being met by the provision in HEIs. She felt that there was a fundamental mistrust of HEIs by owner/managers who felt that as organisations HEIs were unwilling to learn from SMEs and were too geared up to instructing what needs to be done rather then how to actually do it. She also explained that micro-businesses do carry out training for their staff, but that it tends to be either informal or arranged themselves with private training providers.    

Annex 3 
Graduate CPD Learning Theme Case Studies

1. 
AMBIOS Environmental Consultants Ltd 

Name of Organisation: Ambios/ Kingfisher Project

Interviewee Name: Simon Roper

Date: 4/10/04

Context

Where?
Ambios Ltd is a not-for-profit organisation involved in training, capacity building and human resource development across a broad base of environmental activities. One of their main current activities is delivery of the Kingfisher Project.

The Kingfisher Project works with 5 partner organisations, acting as placement hosts for:

· Devon Wildlife Trust

· Devon Farming & Wildlife Advisory Group

· Marine Biological Association

· Torbay Coast & Countryside Trust

· Exmoor National Park Authority

The training begins with a four-day residential course at Maypool Youth Hostel incorporating team-building exercises, and then around 6 subsequent training days at the Hostel spread over the 36 weeks of the placement.  Each trainee then hosts the others on an ‘open day’ in their placement organisation to show what work they are involved in.

When?

Originally started as Ambios Environmental Consultants Ltd in 1993

Ambios NVQ born 1998

Created not-for-profit vehicle in 2001

The Kingfisher Project was established in 2003 and will run to 2006.

The project involves trainees undertaking 9-month placements, although shorter placements can be arranged.

Why?

Traditionally the Environmental sector (which is largely run and managed on a voluntary basis) has not focused on training and issues of professional development.

Ambios became involved in the development of the project through already being interested in educational philosophy, non-stressful assessment and field-based learning.

Who Pays?

Originally started as a New Deal initiative, all Kingfisher project activity is European Objective 2 funded (its predecessor, the Skylark Project, was Objective 3 funded).

All trainees receive a training allowance of £22 per day (or £110 per week) in subsistence support. This allowance is free from tax/National Insurance contributions, and exists alongside a transport allowance and a budget for childcare. Trainees get to keep hold of £500 pot for their own training (Obj 2 funded), and are also eligible for a £360 ‘completers’ payment subject to agreed achievements during the course of the placement.

Practice

Who’s involved? 

Ambios Ltd, a not-for-profit organisation, coordinates the Kingfisher project, and has 5 core team members, all of whom are self-employed, plus 3 other associates.

The University of Exeter did act as a partner, providing ICT/web support, although this is now being undertaken in-house.

Partner organisations providing placements are:

· Devon Wildlife Trust

· Devon Farming & Wildlife Advisory Group

· Marine Biological Association

· Torbay Coast & Countryside Trust

· Exmoor National Park Authority

What? 

The programme has been developed along the lines of a traditional apprenticeship, with the trainees being trained in and for their host organisation.

During the course of the project, trainees are given NVQ portfolio guidance and planning, as well training in preparation of CVs and general employability skills. The European Computer Driving Licence (ECDL) is also incorporated into the programme, raising awareness of the use of ICT in environmental conservation practice. Follow up work is in the workplace.

Courses undertaken by trainees include a mixture of Level 2 and Level 3 NVQs, with the exact balance negotiated depending on the needs of the employer.

A further aim of the project is to get all staff involved in supporting the trainees formally qualified as trainers.

How? 

The teaching and learning activity takes place predominantly on site in the workplace and in the field, with occasional delivery on a residential basis at the Maypool Youth Hostel, Paignton.

The programme is very learner driven, and heavily based on what they do at work. There is also a strong emphasis on experiential learning, rather than on a traditional assessment-based approach. Trainees are also encouraged to pursue learning activities outside of their normal working hours.

For whom?
The project is aimed at individuals seeking to gain employment in the growing environmental sector, but who lack the relevant vocational qualifications required to be fully competent in their work, despite the majority of them holding graduate and postgraduate level qualifications. The focus of the training is on NVQ Level 2 and 3 qualifications in Environmental Conservation; Rivers, Coasts and Waterways; and Community Recycling; the ECDL qualification, and other relevant qualifications (including Use of Chainsaw, RYA Powerboat etc).

The learners must be resident in Objective 2 eligible postcodes (or be willing to relocate) and are ‘not in employment’ for the duration of the placement. The host organisations select trainees from the pool of applicants with support from Ambios. Part of the intention is to encourage as wide a participation as possible.

A further development is that Ambios are also now seeking to deliver the programme to non-graduates (to those seeking career changes, for example).

Total number of intended beneficiaries over the project lifetime is 180, as follows:

· 4 cohorts of 18 or 19 beneficiaries on full 9-month placements;

· 74 beneficiaries with associated with partner organisations accessing £400 training grants;

· 24 beneficiaries new to the project accessing £400 training grants;

· 8 beneficiaries trained as NVQ assessors.

Outcomes

What worked? 

The approach taken by Ambios is very flexible, with placement organisations able to tailor the NVQ portfolios to their specific requirements. Portfolios also include specific employability skills training (CV writing, interview techniques).

80 per cent of trainees go into actual employment within six months of leaving the course, with the remainder moving into ‘other positive outcomes’ (ie further training or education, volunteer work etc.).

What evidence?

Feedback is sought from both the employers and from the trainees and is overwhelmingly positive. It is nonetheless used to improve the programme constantly.  Brainstorming sessions held at the end of the course are used to identify changes that need to be made in future programmes. The project benefits from a very low dropout rate (less than 1 per cent).

Any problems?
Funding sustainability – the project has existed under several guises, having had to adapt and change in order to meet the particular requirements of evolving funding streams.

There have in the past been issues relating to the quality of some of the training delivered since, although the staff are professionals in their own fields, none were originally professional trainers. Many are now qualified NVQ assessors, but further staff training is still required.

Hosts must sign up to the whole deal, but must release the trainees to carry out other learning activities not directly relevant to the work activity – and 25 per cent of their time is spent on other types of learning. Hosts also need to be fully aware of the “philosophy of NVQ” and buy in to the portfolio assessment process.  Objective 2 funding means that only residents in particular postcode areas are eligible for funding.

What’s new?

The Ambios approach represents a new area of training in Land-Based learning activity incorporating a range of different qualifications.  

The placement length of nine months is unusual, with most usually taking place over a much shorter period due to financial constraints upon the (usually) volunteer trainees.

So what?

The flexibility, direct relevance to the workplace and blended approach to learning are all elements of the programme from which other training providers and developers can learn.

What next?

Exploring other courses for future development (e.g. Mammal Awareness) and new methods of delivery. New partners and sources of funding are also being sought for the project, including the LSC, HEIs etc.

The project is looking for longer-term ‘home’, possibly virtual or shared with partners.  It is also seeking to develop a benchmark accreditation status of the European Standard for Environmental Conservation, and possibly extending this globally.

A final potential development is the possible addition of new OCN qualifications into the framework.

Further Info

Contacts and links

Simon Roper

Ambios Environmental Consultants Ltd

3 Little Guttons

Shobrooke

Crediton

Devon

EX17 1DJ

Tel: +44(0)1363 773443   

e-mail: simonroper@ambios.net
Other similar projects/organisations

A similar project undertaken in Northumberland was entitled Curlew. This was RDA funded and lasted for 6 months, but has now ended.

2. 
Local Government National Graduate Development Programme

Name of Organisation/Initiative: Employers’ Organisation for Local Government National Graduate Development Programme (NGDP)

Interviewee Name and Role: Barry Wilding-Webb, Workforce Planning and Development Advisor

Date: 7/10/04

Context

Where? 

The Employers’ Organisation for Local Government (EO) is a national organisation supporting local authorities through nine associated, but independent regional employers’ organisations.

Each National Trainee Manager (NTM) is placed for the two-year programme with a single Local Authority.

When?
The EO was established by the Local Government Association and the Welsh Local Government Association in 1999.

The National Graduate Development Programme was initiated in 2002, and is an ongoing programme of two-year placements.

Why?

· To support local authorities, in their role as employers, to deliver quality services;

· To increase the management capacity of Local Authorities;

· To meet the identified workforce requirement of developing more younger managers;

· To develop new managers with general management qualifications and experience developed on a cross-directorate basis.

Who pays?
The EO pays for the residential component of the course, recruitment, training of external mentors etc, whilst the Placement Authority is responsible for the wages paid to the trainee and for their overheads. In practice, this is done differently in individual Local Authorities and across different Directorates, some of which have put into place Service Level Agreements with the Learning and Development Units, although there is no standardised approach.

Trainees are paid in the region of £18-20K, depending on the Authority.

Practice

Who’s involved?
The EO nationally employs around 150 or so staff and the programme is co-ordinated on a regional basis through the nine independent regional organisations.

At present, there are around 200 graduates taking part in the scheme, operating out of 89 Local Authorities nationally (61 Unitary Authorities, 15 County Councils and 13 District Councils). Each NTM has a line manager on whatever project they are currently working, an internal mentor who remains the same throughout the programme (generally a Director or higher), and one external mentor during the second year of the programme (usually from a senior Director level).

Each Local Authority is also required to allocate five days of staff time each year for training and assessment purposes.

Locally, Devon County Council currently has three NTM’s on placement.

What?
Trainees gain a Postgraduate Diploma in Local Government Management from Warwick University Business School. This is delivered via a series of six three-day residential workshops at Warwick, with modules covering:

· Multi-level Governance;

· Policy-making in the public sector;

· Public finance/budget management;

· People management;

· Corporate strategy and change;

· Project management and information systems.

Each of the units is assessed by written assignment, with an additional unit taking the form of a work-based dissertation to be completed in the second year.

The programme also incorporates an element of internal training delivered nationally via four four-day residential events to cover such areas as:

· Soft skills training;

· Personal development;

· Practical information and guidance;

· Opportunity to discuss national issues;

· Feedback on the programme.

How?
Two-year placements with a core Authority to cover areas of:

· Strategy;

· Front-line;

· Support services.

Each trainee is usually given the opportunity to gain experience in each of the above areas within all of the Directorates.

A series of six three-day residential workshops over the period of the programme, held in the Warwick Business School, and of four four-day events held internally.

The use of external mentors from a senior level within another council also provides the graduate with an objective sounding board; a source of inspiration and confidence building; an insight into the wider national perspective; the opportunity to reflect on their learning and career advice and advancement.

For whom?
The NTMs are recruited from a pool of successful applicants processed centrally through a rigorous, nationally advertised selection procedure.

Local Government benefits by developing a new input of young managers with generalist management training and experience of high-level mentorship.

The trainees benefit from gaining two years’ experience of working on a wide variety of projects on a cross-directorate basis, senior-level mentorship, and ultimately gain a public-sector specific postgraduate management qualification.

Outcomes

What worked? 

There has been a considerable amount of senior-level buy-in to the process, with Senior Directors and Chief Executives of Authorities operating as both internal and external mentors.

The programme has proven to be very popular with graduates, there having been 1,126 applicants for the 50 posts available in the current round.

What evidence? 

To date, there has been a very high level of success from the programme, with an 88 per cent completion rate for the first cohort of trainees, with 93 per cent of those completers moving into some form of ‘positive outcome’ at the end of the programme, and 79 per cent remaining with Local Authorities.

Any problems? 

There has been some criticism of the external training as being possibly overly theoretical and insufficiently linked to the practice of the NTMs in their daily work.

There have also been concerns that the residential component of the programme involves NTMs being out of the workplace for too long.

There is no guarantee of employment at the end of the programme, although in practice this does not appear to be a major issue.

The pre-existence of formal training and development structures in certain authorities has meant that they may have been less willing to enter into the programme, although some have opted to run NTMs alongside their own routes.

What’s new? 

This is the first programme to be developed linking Local Authorities together on a national basis to train their managers.

The development of general ‘public sector managers’, rather than Directorate-specific managers promoted vertically.

So what?
The recruitment process in particular has been well received, with senior managers appreciating the fact that having a rigorous recruitment regime has led to the selection of very high calibre management trainees.

What next?
There is discussion of devolving the recruitment of candidates to a regional level for logistical purposes. It is also possible that in future, placements could be offered on a cross-authority basis, with the trainee working on a range of projects in different local authorities. In the South West, a regional forum has already been set up including representatives from Bristol City Council, Devon County Council, Gloucester County Council, Plymouth City Council, West Devon County Council and Wiltshire County Council.

Another potential area for the future is the extension of the programme to allow for the development of existing graduate employees.

Further Info

Contacts and links

Barry Wilding-Webb

Workforce Planning and Development Advisor

Directorate of Personnel and Performance

Devon County Council

Room A229 The Annexe, County Hall

Topsham Road

Exeter EX2 4QU

T:01392 383273

E: barry.wilding-webb@devon.gov.uk

http://www.devon.gov.uk

NGDP Website: http://www.ngdp.co.uk
Local Government Employers Association: http://www.lg-employers.gov.uk/default.php
3. 
Gradsouthwest.com

Name of Organisation/Initiative: Gradsouthwest.com

Interviewee Name and Role: Marc Lintern, Project Director & Head of Careers Services, University of Plymouth.

Date: 29/09/04

Context

Where?
Gradsouthwest is a vacancy and information website for students and graduates seeking employment in the South West. It operates under a consortium of all of the HE Careers Services in the South West, providing employers in the South West with a free hosting service for their graduate job vacancies as well as links to opportunities for career development, further study and employability resources throughout the region for both students and graduates.

When? 
Gradsouthwest was launched in April 2002.

Why?
Gradsouthwest was developed to provide a ‘one-stop’ service for employers seeking to recruit from within the region. It also provides a regularly updated source of jobs and careers advice and information for students and graduates seeking either placements or permanent employment in the South West.

It also provides a neutral and unified means of raising awareness of activities being undertaken through each of the HEI’s careers advisory services and of opportunities for graduates across the region.

Who pays?
Gradsouthwest was funded for the first two years by the SWRDA. Since the day-to-day operation of the site is based on the work of the region’s careers services, Gradsouthwest can operate with only minimal funding but requires further development and marketing funding to grow further. To this end, Gradsouthwest is a major strand within a proposed Graduate Utilisation Strategy for the South West. 
Practice

Who’s involved?
Gradsouthwest has a Project Director and a Project Administrator, both based at the University of Plymouth, supported by a Management Group consisting of the Heads of Careers Service at Exeter University and UWE. The Project Director is also Head of the Careers Service at the University of Plymouth. The Project Administrator is the only person employed by Gradsouthwest.
The consortium represented by Gradsouthwest includes the following HEIs:

· University of Bath

· Bath Spa University College

· Bournemouth University

· Arts Institute of Bournemouth

· University of Bristol

· Dartington College of Arts

· University of Exeter

· University of Gloucestershire

· The Open University

· University of Plymouth

· The College of St Mark & St John

· University of the West of England

· Falmouth College of Arts

Graduate Prospects provide the vacancy platform that supports Gradsouthwest and their Chief Executive meets with the Project Management Team twice a year.

What? 

Gradsouthwest provides a vacancy and information service for students and graduates looking for work in the South West. All institutions share graduate vacancies on the site and others share term time, vacation and voluntary opportunities by arrangement. The information on the website includes links to other useful careers advisory sites as well as sites on living, studying or finding employment.

Gradsouthwest also provides a free vacancy advertising service for both employers and for HE business units looking to recruit into jobs and onto placement programmes and schemes.

How? 

Full access to the services provided by the website portal requires the individual or business to register their details for members’ entry. Once an employer has registered, they have the capability to upload job vacancies onto the website themselves, as do the relevant careers services. Students are also able to register on the website in order to view vacancies, receive email job alerts and / or upload a mini CV for employers to browse. Students at institutions advertising term-time work on Gradsouthwest can register as soon as they enrol at their institution and will hopefully maintain their registration throughout their higher education career and beyond. 

For whom? 

The service provided by Gradsouthwest is aimed at businesses operating in the South West, the careers advisory and business support services of South West HEIs, students studying with institutions in the region, and at graduates anywhere in the country looking for employment in the South West.

Outcomes

What worked? 

The website has become highly popular as a source of vacancy information and of career and placement advice for students and graduates alike, and is now probably the largest specialised source of graduate-level career opportunities in the region. Collaboration between the member careers services has also been a major success as has the embedding of this site within their day-to-day working so that this is not a bolt-on activity.
What evidence? 

There are currently more than 24,000 registered students and graduates and, since the end of September 2002, there have been more than 350,000 hits to the front page of the web site. On 19 November 2004, there were 263 South West permanent work vacancies, 207 part-time work vacancies and 43 voluntary opportunities, with 6,785 registered employers. There are, on average, 250-350 hits a day to the website.

Any problems?
Since the RDA funding for the project came to an end in December 2003, Gradsouthwest has received funding only via negligible institutional licences agreed at HERDA Executive in order to pay for administrative support. During this period, members of the careers services have been working with HERDA-SW and the RDA on a Graduate Utilisation Strategy.  It is hoped that this will support the further development of the site as well as provide a much needed marketing budget and a dedicated project manager rather than rely on the commitment of already-stretched careers service managers. Associated with funding is the catch-22 problem of Gradsouthwest wishing to enable employers to advertise their vacancies for free (otherwise they will contact academic departments for free and defeat the purpose of Gradsouthwest) and to be able to generate income which is instead limited to sponsorship and enhanced vacancy advertising. 

What’s new? 

This is the only source of impartial, non-institutional graduate-level employment and careers information and advice currently available in the South West. The collaboration of all of the HEIs in the region also makes Gradsouthwest unique.

So what?
The overall popularity of Gradsouthwest and the links it already has with each of the region’s HEIs makes it an ideal vehicle to build further collaborative links between HEIs, graduates and employers.

What next?
Gradsouthwest is usefully positioned potentially to deliver a much broader service to students, to graduates and to employers and could, dependant upon the availability of funding to do so, provide a central ‘clearing house’ for CPD opportunities throughout the South West.  This could provide information and advice to both graduates, to postgraduates, and to employers on the range of opportunities available and the support for which they may be eligible.

Further Info

Contacts and links

Marc Lintern,

Project Director

University of Plymouth 

Room 103 Moneycentre 

Drake Circus 

Plymouth, PL4 8AA 

Tel. 01752 232764

m.lintern@plymouth.ac.uk

Other similar projects/organisations

Prospects is the UK’s national graduate careers website - http://www.prospects.ac.uk/
AGCAS Scotland (the Scottish graduate careers advisory service) also has its own website - http://www.agcasscotland.org.uk/
GraduatesYorkshire is a Yorkshire and Humberside graduate careers and advice website - http://www.graduatesyorkshire.info/
Graduate Opportunities Wales (GO Wales) provides a very good example of how careers and CPD can be incorporated in to a single website – see case study.

4. 
Graduate Opportunities (GO) Wales 

Name of Organisation/Initiative: Go Wales CPD 

Context

Where?

Graduate Opportunities Wales is an employability and business development programme that encourages businesses and graduates in Wales to get the most out of working together.

GO Wales incorporates a web portal offering links to graduate job opportunities, guidance for students, for graduates and for employers, and also has a dedicated CPD area.

Advisors are located in Universities across Wales.

When? 
The programme was initiated in April 2003, and currently has funding until March 2005. Funding is being sought to extend the project until December 2006.

Why?
Graduate Opportunities Wales was established in recognition of the fact that take up of graduate-level training was especially poor among SMEs, and that Wales as a country is a net exporter of graduates.

Who pays? 

The programme is partly funded by the Welsh Assembly Government, and partly by the European Social Fund. Employers are required to provide 50 per cent of the cost of training, which is match funded by GO Wales.

Practice

Who’s involved?

GO Wales is managed by the Higher Education Funding Council for Wales (HEFCW) and is delivered by each of the individual University Careers Services.

What? 

GO Wales offers a number of services to SMEs employing graduate-level staff in Wales, including helping to identify the specific training needs of organisations, and of making available up to £300 of match-funding for CPD activity per graduate employee.

The exact nature of the CPD activity undertaken is dependant on the needs of the graduate and of the SME, and is not delivered by GO Wales, although they do make available lists of accredited providers.

Examples of CPD activities undertaken with support from GO Wales include:

· Marketing MSc

· ECDL IT courses

· CIM Advanced Certificate and Diploma in Marketing

· Web design

· PowerPoint

· Prince2 project management training

· Negotiation Skills

· CIPD

GO Wales also offers a graduate careers advice service, including job advertisements, placement opportunities and on-line IAG. Similarly, advice on the nature and benefits of CPD for businesses is available on the website, along with various toolkits.

How? 

Exactly what CPD activity is undertaken by the graduate employee is discretionary, and to be agreed with the employer. The training activity delivered can be institution or classroom-based, work-based or delivered online, as long as the activity meets an identified and agreed business need.

For whom? 

The companies must be an SME (having less than 250 employees), operating in any business sector, and be based in Wales. Charities and public sector organisations are eligible, but must not be entirely government-funded. Subsidiaries of larger companies are also eligible, providing they are not more than 25 per cent owned by a company that is not itself an SME.

Eligible graduates can be of any age, holding a Degree, HND, NVQ Level 4 or above, or equivalent. They must be resident in Wales and must be an employee of an eligible SME (not on a training contract).

Outcomes

What worked? 

Although initially slow, interest in the programme is now translating into take-up, particularly among SMEs from the Objective 1 areas.

What evidence?

To date, some 250 businesses have taken part in the scheme and the feedback from these employers has been very positive.

Any problems? 

There has been considerably more difficulty in recruiting SMEs onto the programme than was originally anticipated, with a long time-lag between first contact being made with businesses and their actually taking part in the programme. This is recognised as being, in part, a problem of inadequate marketing and communication with small businesses, and of gaining SMEs’ acceptance of the benefits to them of participating in the programme.

A further problem with the project is that it is dependant on short-term project funding, and has no long-term sustainable revenue under the current funding regime.

What’s new? 

The programme is novel in being neither sector nor subject-specific in its outlook, and by giving employers and graduates free reign in how they choose to spend the grant, rather than by having it attached to any particular route or level. It is also quite novel that GO Wales is being delivered throughout Wales and not in one particular locality.

So what? 

The implication is that, once informed of such a subsidy, SMEs are willing to take on training, but there still remain difficulties in communicating with the sector and perhaps a cultural barrier to be overcome in making them aware of the benefits of training graduate level staff.

GO Wales also represents an interesting approach to the matching of funding, with Regional Assembly putting up 25 per cent, the ESF, 25 per cent, and the employer contributing a minimum of 50 per cent of the cost of training, and all coordinated through GO Wales.

What next?
Discussions are underway around the possibility of extending the scheme by encouraging the graduate also to make contributions in certain cases. In addition, the issue of providing some form of CPD guidance and training to owner/managers of SMEs is being considered as an option for future development.

Further Info

Contacts and links

For information call: 0845 225 60 50

e-mail: development@glam.ac.uk
web: www.gowales.co.uk

5. 
University College Northampton MBA 

Name of Organisation/Initiative: Northampton Business School, University College Northampton

Interviewee Name: Harry Howard

Date: 29/10/04

Context

Where? 

The Northampton Business School is a department of University College Northampton. The Executive Management Development Programme is run via the Northampton Enterprise in the Workplace at UCN (NEW@UCN) and is delivered by a distance blended learning approach, allowing participants to undertake the learning activity at a time and venue of their choosing. An induction day at the start of the programme and a voluntary half-day workshop for each module is also offered on-campus.

When? 

The programme began in 2002, with an initial pilot of the ESF-funded Certificate in Management (CM) distance learning programme, and then a subsequent pilot of the Diploma in Management Studies (DMS). Applicants are currently being recruited onto the third phase of the project, leading to an MBA qualification, which is due to continue to December 2006.

A range of start dates are available throughout the year.

Why? 

The programme has been designed and subsidised in order to attract greater numbers of senior managers from SMEs in the Northampton area onto the University College’s higher-level management training programme. The flexible blended distance learning approach has been taken in recognition of the difficulties faced by many senior managers in attending the lectures and tutorials associated with traditional university programmes.

Who Pays?
The participant or their employer is responsible for payment of the course fees, although these are heavily subsidised for those employed in SMEs, as follows:

· The Postgraduate Certificate in Management (CM) is usually priced at £1,800, or just £100 with ESF funding

· The Postgraduate Diploma in Management Studies (DMS) is usually priced at £2,450, or just £250 with ESF funding

· The Master of Business Administration (MBA) is priced at £2,950 and has no subsidy attached.

In this way, although no ESF funding is available for the final MBA year, the total cost of the programme is £7,200, or £3,300 including the subsidy for the CM and DMS.

Practice

Who’s involved?
The programme is designed and delivered entirely by tutors and consultants from within the Northampton Business School.

What? 

Participants can choose to study the MBA, the DMS or the CM programmes, all of which are internationally recognised qualifications in their own right.  Additionally, participants can enter the programme at any time. For example, those who have already achieved a CM or equivalent level can join the programme to obtain the DMS or the MBA. 

Module topics include:

· The Effective Manager

· People in Organisations

· Marketing: Principles and Management

· Accounting & Finance for Managers 1

· Accounting & Finance for Managers 2 

· Organisational Strategy 

· Managing Operations 

· Management Project - if stopping at DMS or

· Managing Strategic Change - if going on to MBA

Participants study two modules at a time to complete each stage over the 12 month period.

How?
Each participant is provided with the following materials to support their studies:

· A textbook and a study guide to help with learning, to outline the format of the whole programme and to act as an ongoing support throughout;

· A CD-ROM which guides students through each module and which contains a number of self-assessment exercises, recommended reading and helpful pointers.  Audio and video clips are also provided;

· The CD-ROM has features which allow on-line multi-choice tests to check understanding as students progress through the programme and also contains links to additional resources on the internet;

· The recommended textbook for each module is provided as part of the programme and this is included within the programme costs;

· For some modules, the CD-ROMs and textbooks are supported by relevant multimedia items such as videos. When this is the case participants are provided with their own copy. 

In addition to the above, everyone has the opportunity to attend an induction day at the start of the programme which is intended to:

· allow participants to meet the tutors and other participants,

· learn more about the course,

· get input on how to study for a post-graduate qualification.

Other support includes e-mail and telephone access to tutors, the use of the University College library (with reciprocal arrangements with other libraries throughout the UK) and access to internet-based academic journal databases.

For whom? 

For this ESF-funded programme, participants must be employed by SMEs based in Northamptonshire. SMEs must have no more than 250 employees and turnover no more than €40 million per annum.

Entry onto the programme is restricted to 30 ESF-funded places per enrolment period.

As this is an internationally-recognised postgraduate qualification, applicants should normally fulfil at least one of the following four criteria (a first degree is NOT an essential requirement for this programme) : 

· Possess a degree from a British College or University, CNAA or overseas equivalent and have at least one-year relevant work experience;

· Possess a postgraduate or graduate diploma e.g. HNC/HND of a British University, Polytechnic or College of Higher Education and have at least one year’s relevant work experience;

· Possess a recognised graduate or postgraduate level professional qualification (including NVQ4 and CMS) and have at least one year relevant work experience;

· Have at least 4 years relevant work experience and are currently in a managerial position or equivalent.

In this way, both prior qualifications and experience are accredited in the selection process, placing the focus of the programme on graduate-level entrants, rather than exclusively on graduates.

Outcomes

What worked? 

Of the 14 enrolments on the pilot scheme, 13 have been retained and are due to complete next month (Dec 2004), and a similar rate of enrolment and retention has been achieved in the second phase of the project with the DMS.

What evidence? 
Each module is designed to demonstrate the application of theory in the workplace and to assess the actual business outcomes of the exercise. This is captured in the formal reporting process to the University College.

One participant, for example, carried out an individual project on warehousing systems that has led to an £80k improvement to turnover.

Any problems?
The tutors involved in the programme found giving support over the 'e' world quite challenging and were subsequently trained in e-mediation and e-tutoring skills. Now that they are all accredited 'e' trainers, they find giving support, coaching and mentoring remotely easier and the feedback is that the tutors are doing an excellent job in supporting students wherever they are.

What’s new?
The combination of a blended distance learning approach and the heavy subsidies available for SMEs in the local area make this a substantially new approach to the delivery of higher-level management and leadership training for business.

The programme is designed around the participant’s line manager being the ultimate ‘client’ in the process, with a very clear focus on business improvements as the outcome in assessment.

So what?
The modular, blended distance learning approach is one that can be applied to many other areas of CPD in order to increase flexibility and potentially improve take up and retention on a range of programmes.

The substantial level of ESF funding demonstrates the clear impact of increased financial support on participation in CPD by SMEs.

What next? 

UCN are considering the possibility of extending the reach of the project beyond the Northamptonshire locality, and are possibly looking to recruit nationally onto the programme in the future.

Further Info

Contacts and links

Harry Howard

Sunley Management Centre

University College Northampton

Park Campus

Broughton Green Road

Northampton

NN2 7AL

Enquiries Line: 01604 777333

E – mail: sunley.emba@northampton.ac.uk 

Web: http://www.sunley-northampton.co.uk/mba/
6. 
University of Bristol BSc (Hons) Veterinary Nursing and Practice Administration 

Context

Where? 

The mainstream academic elements of the course are delivered at the University of Bristol.

A substantial period of time is spent within the students' 'Foster Practice' as well as summer practice placements and rotations within the clinical areas of the veterinary school throughout the four years. In this way, students gain a high degree of practical competence.

When? 

The programme was initiated in 2002 and runs over a four-year period.

Why? 

The aim of the programme is to provide students with the scientific principles and practical skills to achieve a BSc Honours Degree while also obtaining the Royal College of Veterinary Surgeons' (RCVS) Veterinary Nursing qualification. In addition students will accumulate credit points towards membership of the Association of Veterinary Practice Managers (AVPM). The combination of lectures, coursework, practical work and clinical training will provide a sound academic basis for a professional vocational career.

Who pays?
The development of the programme was funded by HEFCE under the Graduate Apprenticeship framework development programme to the sum of £65,000.

Practice

Who’s involved?
The programme has been developed in collaboration between the University of Bristol, the RCVS and the AVPM.

Students are assigned a member of staff who remains their personal tutor throughout the programme. Students' academic support and pastoral care is overseen by the Dean of Veterinary Nursing. Students are also represented on the Staff-Student Liaison and Departmental Teaching Committees.

What? 

Teaching is at University undergraduate level throughout the programme and the curriculum covers both the RCVS and the degree syllabus. 

In the first year, students are taught the fundamental concepts of anatomy and physiology as well as being introduced to the management of the clinical environment and the basics of nursing. In this foundation year students spend a large proportion of their time in veterinary practice gaining practical experience while working towards the RCVS qualification. 

As many of the practices are based some distance from the Veterinary School, students may find it useful to have their own transport. The University gives some financial help towards travel costs. 

In the second year, students study surgical and medical nursing in depth as well as being introduced to the disciplines of anaesthesia and diagnostic imaging. 

In year three, the programme builds on students' basic nursing theory and practical competence. It also expands to cover such aspects as ethics and welfare, management in practice as well as advanced surgical, medical and equine nursing. 

In the final year a substantial proportion of time is devoted to an honours dissertation. Students also consolidate learning in aspects of advanced and equine nursing as well as behaviour and welfare.

How?
Assessment procedures include practical, viva voce and written examinations. Written reports, clinical rotations and completion of a clinical assessment tool will also form an integral part of the assessment procedure as well as a dissertation during the final year.

For whom? 

The programme is intended to benefit both the students and the profession by making the qualification more vocationally relevant.

Outcomes

What worked? 

The degree programme meets the academic requirements of the university degree, the vocational elements of the NVQs and the RCVN and the professional competencies demanded by the AVPM.

Any problems?
There have been cost implications relating to the incorporation of the NVQ assessment framework into another existing degree framework, the use of two accreditation systems and the associated administrative complications.

What’s new?
This is a novel approach to the incorporation of NVQs into an undergraduate degree programme, with the University working closely with the RCVN to ensure that the qualification also meets the membership requirements of the professional body.

So what?
This model demonstrates how extensive vocational elements can be incorporated into an undergraduate degree programme, meeting the needs of the HEI, the employer and the relevant professional body.
Further Info

Contacts and links

Maggie Robertson

Medical & Veterinary Science

University of Bristol

Senate House

Tyndall Avenue

Bristol

BS8 1TH

Tel: 0117 9287963

e-mail: Maggie.Robertson@bristol.ac.uk
7. 
University of Exeter MSc Programme in CPD

Name of Organisation/Initiative: University of Exeter CPD Award Programme

Context

Where?
The majority of the Units on the CPD programme are delivered within the University in a classroom setting, although the option, Independent Study, is also available, allowing participants to gain credits for work undertaken as a professional in the workplace.

When?
There are four different starting points in the year, and the duration of the study period can range from 3-5 days for stand-alone units taken as a one-off short course, up to the 10 years maximum time period for completion of the full Masters programme.

Why?
To meet the professional updating and development needs of managerial and professional people in a flexible manner that can be customised around the requirements of the individual.

Who pays?
Both individuals and their employing organisations have the option of being invoiced on a module-by-module basis, eliminating the need for a major financial commitment at the start of the programme. There is a £50 annual registration fee and the cost of individual modules ranges from £400 to £2200 for certain specialist engineering modules.

Practice

Who’s involved?
There is a dedicated team who coordinate the overall administration and running of the CPD programme and provide services such as student support. The study modules themselves are delivered by academic staff from across the University’s schools and departments. 

What?
The programme consists of over fifty modules that can be taken as stand-alone units without assessment, or can be added together in any combination to count towards the Postgraduate Certificate, Diploma or Masters. Subject areas include Business, Management and Leadership, Engineering, Environment, Health and Research. The CPD Unit also delivers support units in Study Skills, Dissertation Study, Introduction to Statistics and Advanced Database search training as well as support handbooks and a CPD website with programme information, current news items and a link to support facilities.

How?
Typically, a ten-credit module will include pre-course reading, 3 days’ attendance, work on an assignment over a 1-month period and tutorial support. Assessment can be through a formal assignment, a portfolio of work, a learning log or presentations. Dissertations must be completed in order to achieve the Certificate, Diploma or Masters levels.

For whom?
Entry requirements include a first degree or a relevant professional qualification and/or professional/managerial experience relevant to the chosen area of study. Acceptance on the postgraduate programme is at the discretion of the Academic Director. Non-graduates are required to attend a one-day admissions course and an initial Research module.

Outcomes

What worked? 

The programme has proven to be highly popular, with 291 enrolments onto credit-bearing modules and 47 onto non credit-bearing modules (admissions, induction and study skills programmes) over the year from 1 November 2003 to 31 October 2004. The majority of those undertaking credit-bearing modules have done so in the Business and Management subject area, with Research Methods (usually to support the Dissertation module) also proving popular.

Any problems?
Due to different individual departments and schools delivering their own postgraduate programmes incorporating elements of CPD, there have been problems of a narrowing of the CPD programme. Furthermore, there has been very weak interest in the short courses offered under the programme, despite this being exactly what business, and small business in particular, claim they want more of from HEIs.

What’s new?
The CPD programme has recently been moved to the School of Education and Lifelong Learning, rather than being within the School of Business, or as an adjunct to the careers advisory service, as tends more often to be the case.

So what? 

The move of the programme into the School of Education and Lifelong Learning provides the University with the opportunity to develop a coordinated approach to the delivery of CPD across the University.  The pedagogical expertise of the School in the potential development of new methods of delivery and assessment of CPD both within the University and in the workplace can also be tapped into.

What next?
Having been recently incorporated into the Distance and Lifelong Learning (DLL) area in the School of Education and Lifelong Learning – a school with a reputation for excellence in the initial training and professional development of teachers - the programme is now in a position to develop new areas of activity to meet the needs of an increasingly diverse client group better.

Further info

Contacts and links

The CPD Office

School of Education and Lifelong Learning

University of Exeter

St Luke’s Campus

Heavitree Road

Exeter

EX1 2LU

Tel: 01392 263770

e-mail: cpd-unit@exeter.ac.uk

8. 
Tourism Skills South West

Name of Organisation: Tourism Skills South West

Interviewee Name and Role: Phil Helmore, Regional Project Manager

Date: 24/09/04

Context

Where?
Co-ordinators are based throughout the region, with the Project Manager based in Southwest Tourism offices in Exeter.

When?
The Tourism Skills Network was established in 2001 through a SWRDA initiative, and builds on the South West Tourism Task Force established in Bristol in 1999.

Why?
There was an increasing recognition of the difficulties faced by (mostly) small tourism businesses in recruiting individuals with the correct skills. Although originally developed with a predominantly Bristol focus, this has now been expanded to take on a regional role.

Who pays?
Tourism Skills South West is funded by a range of partners, including SWRDA, Business Link, Jobcentre Plus, ESF (through Government Office of the South West), and the Local Learning and Skills Councils.

Practice

Who’s involved?
Tourism Skills South West has ten full-time staff – eight co-ordinators based throughout the region, supported by a Project Manager and a Director. As a network organisation, Tourism Skills South West also engages with a wide variety of partners and clients, ranging from tourism businesses to education providers. Bristol Tourism and Conference Bureau manage the Tourism Skills Network South West.

What?
Tourism Skills South West was established with a remit of promoting the productivity and business competitiveness of the Tourism sector in the South West, working with employers to identify training needs and deliver programmes in partnership with training agencies to improve the skills base and capacity of the workforce, as well as promoting tourism as a career of first choice.

This work includes facilitating and making training available to businesses, engaging employers through steering groups and developing links with Workforce Development action groups, Learning Partnerships and other associations.

How? 

Tourism Skills South West sets out to achieve this broad remit through a range of activity including:

· Developing partnerships between employers, businesses, and educators to promote debate and agree priorities;

· Influencing the development of industry specific training;

· Establishing effective use of new technology;

· Supporting businesses in the recruitment and retention of skilled personnel;

· Developing and disseminating materials to aid in the training of tourism-related trainers.

For whom? 

Tourism Skills South West was established to aid in the support and development of tourism businesses across the region improving the skills of their employees to meet the requirements of their roles better. This is intended to have a positive impact at a higher level on the regional economy as a whole.

Outcomes

What worked? 

Employer engagement has been successful with businesses now approaching Tourism Skills SW to address training issues. Training for supervisors/managers working in Tourism businesses has also been piloted and developed into the ‘Welcome Management’ programme leading towards Level 3 and 4 qualifications.

Any problems? 

The remit is extremely wide, ranging from supporting school-level education provision to the arrangement of work-based placements and management-level training. They have identified a need for funding attached to general skills-based training, rather than to the qualification outcomes.

There is currently little scope for graduate CPD in the tourism and hospitality sector, with the vast majority of demand for training lying at levels 2&3. This is despite the fact that 43 per cent of tourism businesses in the South West (who responded to the Tourism Skills Network Skills Survey) employ at least one person with a degree level qualification.

To date, tourism businesses have been focusing their training activity on legislative (Health & Safety, Food Hygiene) requirements rather than developing their workforce to overcome identified skills gaps.

What’s new? 

Tourism Skills South West was established at the same as the Northwest Tourism Skills Network in 2001, the only such networks in the country at the time.  They jointly ran the first national Tourism Skills Conference with Northwest Tourism Skills Network in Feb 2004.

Tourism Skills Southwest was the first RDA priority growth sector to produce a skills development strategy. 

What next?
Tourism Skills South West is now in the process of defining tourism career paths and identifying the specific skills requirements of tourism occupations. This will give both current and future potential employees in the sector a clearer idea of the range of career paths available, and the associated training and development requirements of the varying occupations.

Further Info

Contacts and links

Phil Helmore

Regional Project Manager

Tourism Skills Southwest

Woodwater Park

Exeter

EX2 5WT

Tel: 01392 683583

e-mail: Phil.helmore@tourismskillsnetwork.org.uk

web: http://www.tourismskillsnetwork.org.uk/local/home

Other similar projects/organisations

Northwest Tourism Skills Network – www.nwtourism.net
Similar bodies also exist to support other of other RDA priority growth sectors:

Biotechnology – BioApproaches SW

· www.bioapproaches.co.uk
Food & Drink – Southwest Food & Drink

· www.southwestfoodanddrink.com
Marine – Marine South West

· www.marine-south-west.com
Environmental Technology – Enviroskills South West

· www.enviroskillssw.org.uk
Cultural Industries – Culture South West

· www.culturesouthwest.org.uk
Digital & Media – South West Screen

· www.swscreen.co.uk
Advanced Engineering – West of England Aerospace Forum

· www.weaf.co.uk
9. 
Met Office College

Name of Organisation/Initiative: Met Office College

Interviewee Name and Role: Howard Lyne, Training and Development Manager

Date: 30/09/04

Context

Where? 

The Met Office has recently relocated its head office to Exeter from Reading, and has its own purpose built training facilities.

When?

The Met Office has carried out its own in-house meteorology training since before the Second World War, having formalised links with Reading University since 1952. The Met Office College took responsibility for all other workforce training in 1996.

Why?

Prior to being incorporated into the activity of the College in 1996, there was no formal mechanism for CPD within the Met Office and any activity other than specialist meteorologist training was carried out purely on an ad-hoc basis. 

Who pays?

Costs of delivering the training are recouped through charges levied on both internal and external clients. Internally, each department has its own budget for training/CPD, which they can then spend through the College.

Practice

Who’s involved? 

The College itself employs 28 staff, including 20 in-house trainers, although much of the activity delivered, other than the meteorologist training, is tendered out to external providers through Compulsory Competitive Tendering.

What? 

In excess of 150 individual courses were run over the previous six-month period.

In-house delivery of meteorologist training to both internal and external clients, with units accredited to the MSc programme at Reading University.

The Met Office College is one of only three NVQ assessing centres in Weather Forecasting and Observation, delivering level 3 and 4 S/NVQs.

The College also offers accredited status as a Chartered Meteorologist to members of the Royal Meteorological Society meeting the required standards.

A full range of management training and professional development courses (including ICT, Project Management, HR training, CIM etc) are also offered through the College, although external contractors carry out delivery.

How? 

Delivery takes place on-site in dedicated classrooms, through both traditional teaching methods and a considerable amount of practical work.

For whom? 

The Met Office benefits by having an appropriately qualified and skilled workforce, and the individual employees benefit through their own personal and professional development.

Outcomes

What worked? 

The training function of the College has expanded so much that targets relating to training and qualifications have now been incorporated into the Met Office’s Annual Business Plan.

Having all training coordinated through the College has given training and professional development a much higher profile within the Met Office than was formerly the case.

What evidence? 
HR department try to assess the ‘soft’ outcomes, although quantifying and measuring such benefits is very difficult. Anecdotal evidence of better organisational operations comes from the feeling that the Project Management training undertaken by managers had led to the Met Office relocating to Exeter both on time and on budget. It was also felt that the attainment of Investors in People (IiP) status some five years previously had helped to formalise the organisation’s approach to CPD across all areas of activity.

Any problems? 

It is very expensive to run the College as an in-house unit.

What’s new? 

Originally developed to deliver only specialist meteorological training, the College has now expanded its remit to cover broader CPD training.

The College delivers training independently to the HR department, rather than through HR as is more usually the case.

Trainers are strongly encouraged to remain ‘hands-on’, and are obliged to work in and across other departments to remain up-to-date with current developments in the field.

So what? 

Existing as a separate entity with its own budget and management structure has meant that the College has been able to market its services aggressively both internally and externally in a way that a traditional HR department might not. This has also enabled the college to deliver training to both internal and external markets.

What next?

There is currently debate over the exact size and function of the College in the future and whether there are better and more cost effective ways of providing the general CPD training currently delivered through the College.

Further Info

Contacts and links

Dr Howard Lyne

Deputy Principal

The Met Office College

Fitzroy Road

Exeter

EX1 3PB

Tel: +44 (0)1392 885212   

Fax: +44 (0)1392 885681

E-mail: howard.lyne@metoffice.gov.uk   

http://www.metoffice.gov.uk

10. 
University of Exeter Graduate Business Partnerships 

Name of Organisation/Initiative: University of Exeter

Context

Where? 

The Graduate Business Partnership (GBP) programme is a project-based placement scheme run by the University of Exeter. To date, the scheme has operated in conjunction with over 250 Devon companies.

When? 
Placements usually last up to 20 weeks, depending on the nature of the project and can start at any point in the year.

Why?
The scheme provides recent Exeter University graduates with the opportunity to gain experience of managing a business project in a local SME. The project is intended to enhance the graduate’s CV and employability by undertaking practical, problem-based work within a small business. For the business, this offers an opportunity to bring in new skills and knowledge to work on an identified project, and to benefit from having a graduate working to specific intended business outcomes without the commitment of offering them full-time employment or the cost of bringing in an equivalent consultant.

Who pays?
The company is obliged to pay the placement graduate a minimum of £200 per week, and is encouraged to assist with transport costs if the graduate will be travelling considerable distances. An administrative charge is also levied by the university, ranging from £400 for smaller organisations (1-20 employees) to £800 for those employing 250 plus.

Subsidies are currently available for companies working in the Biotechnology sector who are interested in participating in the programme.

Practice

Who’s involved?
The University provides initial training prior to the placement, can provide advice on university resources that may be of use during the project and will usually visit the workplace at least once during the programme. The placement company provides on-site work facilities to the graduate as well as providing them with mentoring/management support.

What?
Part of the scheme delivered by the university is a 12-day Introduction to Business training programme, designed to prepare the recent graduate for entry in to a commercial work environment.  This programme consists of units in:

· Business Awareness

· Business Mission Objectives and Strategy

· Finance and Accounting

· Human Resource Management

· IT and the web

· Leadership and Team Building

· Learning from Experience

· Marketing

· Operations Management

· Presentation Skills

· Project Management

· Report Writing and Communications

The main focus of the programme, however, lies in finding a solution to the business problem or issue originally identified by the business. In order to address the identified issue, the graduate undertakes a business project culminating in a final report (of around 3,000 words) and formal presentation to the employer. Areas in which graduates have undertaken projects include:

· IT and E-commerce

· Business Plans

· Feasibility Analysis

· Marketing Research

· Product Development

· Scientific Research

· Environmental Issues

The graduate also has the option of taking the Graduate Employability Award developed by the University of Exeter and the College of St Mark and St John, which includes the following:

· The reflective practitioner

· Working with others

· Improve the customer relationship

· Improve own learning and performance

· Working safely in the workplace

How?
The taught element of the project, the 12-day Introduction to Business training programme, is delivered at the University on a 1-day per week basis. The University also ensures that the graduate is visited in the workplace on a regular basis to provide academic support to the project. The final presentation also takes place in the university and is delivered to an audience of other placement graduates on the programme and their employers.

For whom?
Graduates register an interest in advertised projects and make an application to the scheme.  Details of suitable candidates are then passed on to the relevant organisations who then make their own selection of candidates for interview. Alternatively, if the graduate has a particular organisation in mind, then they can approach them directly and make them aware of the scheme.

Companies are free to advertise as many projects as they feel they require undertaking, and graduates are also able to apply for more than one advertised project.

Outcomes

What worked? 

Take up of placements by companies has been strong.  The programme has also resulted in measurable improvements to business performance, in the majority of cases, by giving small businesses a means by which to examine aspects of their business functioning. This would otherwise not have been possible due to constraints of time, money or skills. This has also provided businesses with the opportunity to ‘test drive’ new graduate employees without the risk and commitment of permanently hiring them.

The placements have also proven to be highly beneficial to the graduates, many of whom have been either employed by the placement organisation or have gone on to study for higher degrees or have further extended the project into a Knowledge Transfer Partnership (KTP) – [see KTP case study].

What evidence?

On average, GBP projects returned £25k worth of tangible benefits to participating companies.

60-70 per cent of graduates undertaking placements via the programme have been made an offer of employment.

Further Info

Contacts and links

Business Projects Office
Innovation Centre
University of Exeter
Rennes Drive
Exeter EX4 4RN

Tel: 01392 263844

E-mail: studentprojects@exeter.ac.uk
Web: www.ex.ac.uk/businessprojects
11. 
Knowledge Transfer Partnerships (KTP)

Name of Organisation/Initiative: Knowledge Transfer Partnerships 

Context

Where?

The KTP is the successor programme to the Teaching Company Scheme (TCS), and is delivered nationwide through around 80 offices in HEIs. The scheme establishes partnerships between UK businesses, Knowledge Base Partners (HEIs or public and private sector research institutions) and Graduate Associates. To the year 2002/03 around 4000 KTPs have been formed between UK-based companies and groups of staff in knowledge base organisations.

As at 31st March 2003, 663 programmes were in place across the UK, 73 per cent of which were taking place in England. Of these programmes, 81 (or 12 per cent) were with companies based in the South West.

When? 
The TCS initiative was established in 1975 by the then Science Research Council and the Department for Trade and Industry (DTI). In the summer of 2003, a more flexible business support product, the KTP, replaced the TCS.

Why? 

· To facilitate the transfer of knowledge and the spread of technical and management skills and encourage investment in training, research and development

· To provide business-based training, supervised jointly by personnel in the knowledge base and in business, for high calibre graduates intending to pursue a career in industry

· To enhance the levels of research and training in the knowledge base that is relevant to business by stimulating collaborative research and development projects and forging lasting partnerships.

Who pays?

Funding for KTP programmes is provided by the UK Government through a range of agencies. During the 2002/03 financial year, the DTI committed £17million out of a total programme expenditure of nearly £25m. Other sponsoring bodies (in order of commitment) include the Engineering and Physical Science Research Council (EPSRC), Department for Rural Affairs (DEFRA), Scottish Executive, Welsh Assembly, Economic and Social Research Council (ESRC), Invest Northern Ireland, Natural Environment Research Council, Department of Health, Particle Physics and Astronomy Research Council (PPARC). In addition to this, around £38 million was committed by the participating companies.

The business partner typically pays £16,000-£18,000 a year (if an SME), or  £24,000-£27,000 (if a larger business) to the Knowledge Base Partner for the services of the graduate.

Practice

Who’s involved?
As at 31st March 2003, 439 individual departments from 103 HEIs and 7 non-HEI research organisations were participating in TCS/KTP.

Overall, programmes were running in 903 businesses, providing placements for 1062 Associates. As can be seen, some of the larger Company Partners arrange placements for more than one Associate.

SME participation accounted for 89 per cent of the total number of TCS/KTP Programmes current at 31 March 2003 and 85 per cent of Associate places, with micro-businesses (less than 10 employees) accounting for 15 per cent of programmes and 13 per cent of Associate placements.

What?

The company-based activity of the Associate (graduate) is often incorporated into a higher degree programme of research or case study for academic consideration. Furthermore, at least 10 per cent of their time is spent on personal and professional development, enabling them to manage the project better whilst enhancing their own career prospects.

Typical areas of work that may be incorporated into a KTP can include assisting organisations in:

· Improving existing products;

· Developing new products;

· Streamlining a manufacturing process;

· Improving logistics processes;

· Developing a marketing strategy.

For the academics involved, this will generally lead to journal articles, or case study materials for inclusion in other publications.

How?

At the heart of a KTP is the relationship between a company that has a strategic need and a Knowledge Base Partner with the expertise to help the company address it. Once an application for grant funding has been accepted, then a KTP Associate (usually a recent graduate or postgraduate) is recruited jointly by the Company Partner and by the Knowledge Base Partner. The KTP associate is then employed by the University, College or research organisation, but actually works in the business to manage the project. This work is closely supervised by academics or researchers in the Knowledge Base Partner, who remain in close contact with senior managers in the business, spending the equivalent of at least half a day each week with the organisation.

For whom? 

TCS/KTPs have been established in order to exploit academic knowledge for the benefit of the UK economy and in doing so to:

· Improve the competitiveness of the company partner;

· Improve the knowledge base of the business;

· Enhance the careers of the graduates through personal and professional development;

· Provide hands-on business and project management experience to the graduate;

· Enhance the business relevance of the Knowledge Base Partner.

Outcomes

What worked? 

The programme represents an effective and long running initiative to boost levels of collaboration between Higher Education and Business to the benefit of both.  On the one hand, it makes academic research relevant in a commercial context, giving businesses access to internationally-recognised experts as consultants, providing them with high calibre graduates.  On the other hand, it gives graduates hands-on experience of project management in a commercial setting, providing invaluable experience often leading on to either a higher degree, employment with the Business Partner, or both.

What evidence?

	Effect of the Programme on business performance
(to date and expected future effects)

	Output or effect (multiple responses possible) 
	Up to August 2001 
	Additional companies expecting impact but not yet realised 
	To date plus expected 

	Increased overall sales 
	46% 
	13% 
	59% 

	Increase in overall value 
	52% 
	5% 
	57% 

	Increased profitability 
	42% 
	15% 
	57% 

	Increased sales in existing domestic markets 
	41% 
	15% 
	56% 

	Increase in value of assets 
	41% 
	5% 
	46% 

	Started exporting or increased export sales 
	31% 
	13% 
	44% 

	Opened up new domestic markets 
	30% 
	12% 
	42% 

	Increase in the number of employees 
	34% 
	7% 
	41% 

	Reduced operating costs 
	29% 
	6% 
	35% 

	Increase in income from Intellectual Property 
	23% 
	5% 
	28% 

	Source: Economic Consultants SQW, TCS Evaluation Report (2002)


As can be seen, the most widely quoted benefits to business of the scheme are increased overall value of the business, increased sales and increased profitability. Business performance outputs vary considerably from case to case, which is to be expected given the diversity of partner organisations and variety of the programmes.

The benefits to the graduates can be evidenced by the fact that 70 per cent of participants on the scheme are offered a full-time post by the Company Partner on completion of the project, often in a senior or managerial role.

Any problems?

A KTP is not suitable for all businesses. Very small businesses, or those that have recently been incorporated, may not have the capacity to provide an adequate support structure for the associate or the resources to see the project through. A KTP consultant must verify the financial viability of prospective businesses at an early stage, and certain business sectors are ineligible.

What’s new?

The programme is a development of the TCS scheme, but has been adapted to be more flexible in response to the needs of businesses, and now operates more explicitly as a support service to business. The major difference is the flexibility of the programme to run over anything from 12 to 36 months, unlike the TCS which ran almost exclusively over 24 months.

Further Info

Contacts and links

Regional KTP Consultants:

Somerset, Devon / Cornwall

Dr Barry Twite
Telephone/Fax: 01934 416668

Email: barry@twite.me.uk
Bristol

Mr Clive Bailey
Telephone: 01225 426119
Fax: 01225 426119

Email: clivebailey@cameron-bailey.co.uk
Gloucestershire, Wiltshire / Swindon, Oxfordshire

Dr Gillian Rysiecki
Telephone: 01488 680860
Fax: 01488 685120

Email: grysiecki@aol.com
Dorset, Hampshire/ Isle of Wight

Mr James Best
Telephone/Fax: 01308 488708

Email: jamesfred.best@virgin.net
12. 
AGS Home Improvements KTP

Name of Organisation/Initiative: AGS Home Improvements KTP

Context

Where? 

AGS Home Improvements Ltd is based in Newton Abbot and employs 250 staff.  It specialises in the manufacture and supply of PVC–u and aluminium windows, doors and conservatories. The company supplies trade, retail, wholesale and even commercial market sectors, including large construction contracts.

Why?

The aim of the TCS programme was to apply the principles of World-Class Manufacturing techniques to the business. Critical business processes were to be re-engineered with the aim of improving flow and reducing work-in-progress and finished goods stocks. New, efficient World-Class Techniques were to be implemented in order processing to aim for 100 per cent on time delivery.

Who Pays?

The business pays £16,000 per year for the graduate and meets their overheads, with all other costs being met by government funding.

Practice

Who’s involved?
Katrina Williams, a graduate with an honours degree in Business Studies and 

Manufacturing Systems, was selected by the company and the University as the TCS Associate best placed to realise the programme objectives. Along with the practical support of University academics, the programme was able to achieve measurable results that made a real difference to the company.

What?

· Improve order fulfilment – improve flow and cut down on work-in progress stocks

· Develop a manufacturing strategy and change programme for the production line

· Achieve the following targets: 100 per cent on-time delivery, 60 per cent lead time reduction

· 40 per cent scrap/re-work reduction, 30 per cent reduction in work-in-progress and finished goods stocks

How?

Manufacturing processes were streamlined and stock levels reduced, leading to lower waste levels. Performance measures and initiatives were put in place to encourage staff, and order processing greatly improved. Katrina was responsible for forming and facilitating improvement teams, including presentations, seminars and workshops, with the support of University academics. This training was necessary to update company staff in the aspects of systems engineering, business modelling techniques and process re-engineering addressed by the programme.

Outcomes

What worked? 

For the company:

· Greater cost effectiveness and streamlined operations 

· Overall cost savings of £217k (one off) and £133 k (annually) 

· Target outcomes: 98 per cent on-time delivery, 58 per cent lead-time reduction, 38 per cent scrap/re-work reduction, 30 per cent reduction in work-in-progress and finished goods stocks 

· Performance measures put in place 

· Improvements to order processing and debtor payment efficiency 

· Gains in capabilities for process re-design 

· Increased focus in World-Class Manufacturing development team forums 

· Improved internal communications by facilitating strategy and manufacturing improvement workshops 

· Staff instructed in Kanban (just-in-time stock management) and Kaizen 

· (Continuous improvement) projects, with suppliers and internal teams, leading to supplier rationalisation 

· Knowledge of process mapping tools, such as IDEF 

· Increased IT awareness and training for management and staff, and greater awareness of Human Resources issues

AGS is a leaner, fitter company after the TCS programme. New processes have given us a keen competitive edge. Staff performance levels are higher than ever before, equalled only by customer satisfaction.

Mike Adkins, Production Director, AGS

For the graduate: 

· Institute of Operations Management Diploma in Production and Inventory Management;

· Key involvement with a strategic project set to dramatically improve operations; 

· Experience of industry and production management at a high level; 

· Development of professional capabilities (to a masters degree level) in specifying control systems, designing rotating electrical machines, and marketing consumer goods.

For the University:

· Used as a longitudinal study in research to develop a methodology for systems -based re-design in manufacturing companies;

· Included as a supporting case study on re-engineering strategy for the EPSRC (DIP) research grant; 

· Included as case material in a PhD research paper on performance assessments of change in manufacturing companies; 

· Synergy with other TCS programmes in manufacturing companies, leading to some exchange of knowledge and involvement with other academic staff.

13. 
Bay Tree Food Company KTP

Name of Organisation/Initiative: Bay Tree Food Company/ University of Plymouth

Context

Where? 

Somerset-based company, The Bay Tree Food Company, was formed in 1994 in the kitchen of Perridge House by three girls, Lucie Green, and Emma and Jennifer Sheldon. The company produced high quality, hand-made pickles and condiments that were soon in demand on a scale that had outgrown the kitchen, and the company relocated production to Lower Westcombe Farm. From here they continued to grow and supply the independent retail trade with their exceptional goods. 

The cornerstone at Bay Tree is the unchanging ideology of producing foods to the highest level of excellence, using traditional manufacturing methods. When the Bay Tree TCS programme began, some of the company’s high profile customers included Fortnum and Mason, Habitat, Conran Restaurant and Selfridges.

When?
1999 for two years

Why? 

The company had two main areas of development on the horizon. Firstly to develop a range of egg-based ambient sauces, previously identified as a niche market. Secondly to commence supply of the new products to the company’s major clients, who were already sold on the concept, including a multiple retailer, Waitrose. This contract was set to influence greatly the company’s future growth. Such a project required a high degree of technical know-how in the area of food production – not least how to produce an ambient, or non-chilled sauce safely from a fresh, and potentially dangerous product; egg. New efficient methods of raw material stock control were needed, manufacturing processes had to be audited and new processes developed and implemented.

Who pays? 

The business pays £16,000 per year for the graduate and meets their overheads, with all other costs being met by government funding.

Practice

Who’s involved? 

Bay Tree turned to the University of Plymouth TCS team to help realise these 

goals. Food technology graduate, Emma Gibbons, and University experts in Food Technology did this by addressing the issues of product and quality management essential for successful fruition of the programme.

What?

A number of new products were launched in the year 2000, resulting in a significant positive impact on sales. At the beginning of the programme company turnover was £0.45m, by the end it had grown to £1.4m. As a result of the partnership the company has acquired a greater understanding of food technologies and their capabilities. The programme enabled the University’s Food Technology Team to gain greater experience of new product development and emulsification technology, and Associate Emma Gibbons gained higher degree qualifications throughout the programme.

How?

· Review and implementation of the HACCP and Quality Management Systems (QMS); 

· Detailed competitor survey commissioned to help focus the new product developments; 

· Implement new product development procedures; 

· Design and implementation of fresh and ambient stable sauces that include egg- based products; 

· Design and implementation of processes for production of egg based sauces; 

· Development and implementation of microbiological quality control systems; 

· Increase the knowledge and skills of the existing partners.

Outcomes

What worked? 

For the company :

· Implementation of a new product development system; 

· Review and augmentation of Quality Management Practices ;

· Formalised technical function developed to cope with the demands of business growth;

· Turnover grown from £0.45m to £1.4m by the end of the programme;

· Employment of twelve new staff;

· Development of new product range of ambient stable sauces;

· Key products re-formulated to retain market share (eg. ‘Very Lemon Curd’ );

· Better understanding of sensory analysis, QMS, texture measurement, shelf life characteristics and Health and Safety issues;

· Following the success of the programme, a second Associate was recruited to address further strategic developments.

For the graduate: 

· Awarded Certificate in Business and Management Studies; 

· Practical experience and the opportunity to develop new products;

· Continued employment at The Bay Tree Food Company.

I have become more confident in my job, from day to day issues to the more crucial and unexpected ones. I take great pleasure in seeing ‘my’ products on the shelf. 

Emma Gibbons, TCS Associate

For the University:

· Case study material and protocols to aid the delivery of undergraduate and postgraduate modules;

· An understanding of control parameters for the sauce manufacture and a working knowledge of the UK sauce food sector;

· Continuation of knowledge transfer through a second TCS programme;

· Six research projects established as a result of the programme.

14. 
PE Simmons & Son KTP

Name of Organisation/Initiative: PE Simmons & Son/ University of Plymouth

Context

Where?

PE Simmons & Son, based in Redruth, Cornwall, grows, packs and distributes vegetables nationally as a wholesale and retail service to major retail groups such as ASDA and Safeway.

When? 

Two year programme initiated in 1999

Why?

They supply from their own farms and other growers throughout Cornwall, seeking to maintain a leading edge by exploiting the favourable climate Cornwall offers for early cropping within the framework of a continuously improving quality management system. Thus PE Simmons & Son became involved in the development of a cauliflower maturity prediction model with the University of Plymouth, Horticultural Research International and two other commercial partners (the model known as HORTLINK 195) but required data to support its implementation.

Who pays? 

The business pays £16,000 per year for the graduate and meets their overheads, with all other costs being met by government funding.

Practice

Who Involved? 

The TCS team partnered plant biology graduate Ellis Luckhurst with University of Plymouth expert Professor Mick Fuller to set up trial plots and temperature-logging stations to capture data over two growing seasons throughout the two year TCS programme.

What? 

The HORTLINK model proved a good predictor in a commercial environment, enabling the prediction of fluctuations in supply enabling PE Simmons to return better prices to growers, reduce waste and improve labour planning.

Ellis’s work enabled the further development and implementation of this leading edge tool for crop maturity prediction and an integrated crop management programme which included integrated pest management protocols. The impact of Ellis sharing this new knowledge and providing technical support to PE Simmons’ supplier base increased supplier loyalty due to the perceived benefits of operating within the PE Simmons supply chain. This, combined with the company’s ability to offer its customers accurate volume predictions, has significantly enhanced supplier and customer confidence, contributing to increased turnover and profitability, and securing PE Simmons’ market leading position in a competitive commercial market. 

Ellis has now accepted the position of Technical Manager with PE Simmons & Son.

How? 

· Capture data to support the development and implementation of a cauliflower maturity prediction model (HORTLINK 195), specifically cauliflower curd size;

· Characterisation of microclimates of supplier base to exploit fully crop planning and new crop potential;

· Implementation of an integrated crop management scheme including integrated pest management protocols.

Outcomes

What worked? 

For the company: 

· Development of a leading edge tool for crop maturity prediction, securing the company’s leading position in a competitive commercial marketplace; 

· PE Simmons & Son has become the first grower able to offer major national customers accurate volume predictions;

· Implementation of British Retail Consortium standards enhancing the company’s professional status and boosting customer confidence;

· Improved operational management skills and sharing of technical information, enhancing supplier loyalty;

· Employment of 3 more permanent staff as a result of the programme;

· Improved labour planning and reduction in waste by converting volume peaks to sales, estimated at £100k per annum;

· Increase in company turnover of 28 per cent and profitability of 14 per cent during the life of the programme;

· Retention of Ellis as Technical Manager.

For the Graduate: 

· Experience of leading a major technical project, key to the future development of the company; 

· Practical experience and the development of communication and management skills – presentation, meetings, time and people management;

· Experience in negotiating and relationship-building with staff, suppliers and customers;

· Awarded NVQ4 in Management and the opportunity to study for an MPhil degree;

· Continued employment at PE Simmons & Son.

For the University:

· Helped to position Ellis’s academic supervisor, Professor Mick Fuller, as a leading researcher in this field in the UK and France; 

· Consolidated research links with the UK’s leading Horticultural Research Institute; 

· Developed a realism of the industry which has been transferred to teaching and curriculum development; 

· Five student research projects established as a result of the programme plus use in case study materials and academic journal articles; 

· Farm visits enabled for BSc and MSc students.

What evidence? 

This project has enabled me to develop my technical, commercial and management skills whilst making a real and very positive difference to the company. What an opportunity at the start of my career.

 Ellis Luckhurst, TCS Associate

15. 
Lloyd Maunder KTP

Name of Organisation/Initiative: Lloyd Maunder, University of Plymouth KTP

Context

Where?

Lloyd Maunder, near Cullompton, North Devon, is a successful and significant supplier of poultry, red meat prime cuts and meat products to the retail sector with a £100 million turnover.

When?
Two-year programme initiated in 2000

Why? 

The company has a substantial business, supplies J. Sainsbury in poultry and poultry products, and has a fully integrated feed, rearing, slaughtering and poultry processing operation. As a result of increasing awareness of environmental consequences and regulatory demands attached to this scale of operation, Lloyd Maunder recognised their need for an Environmental Management System and a possible £2 million upgrade to their effluent plant.

Who pays?

The business pays £16,000 per year for the graduate and meets their overheads, with other costs being met by government funding.

Practice

Who’s involved? 

To implement an Environmental Management System, Lloyd Maunder turned to the world-class expertise of the University of Plymouth’s Environmental Science Department and Centre of Expertise in Agrifood, Science and Technology. Graduate Mogahid (Mo) Yassin (BSc, MSc) was specially recruited to undertake the two-year TCS programme of work, with the support of University environmental and food technology expertise.

What? 

Mo’s project involved auditing energy usage in order to highlight excessive consumption and identify areas for energy saving. He undertook strategic planning and implementation of processes to limit negative environmental impact and promoted the growth of Lloyd Maunder as an environmentally conscious organisation.

How? 

· Audit energy consumption to highlight areas of high consumption and identify areas for energy saving;

· Implement appropriate improvement activities to reduce negative environmental impacts substantially;

· Make recommendations for reducing packaging consumption; 

· Introduce improved environmental practices in liquid, solid or odorous emission controls; 

· Communicate these improved practices to the company’s stakeholders, including the supply chain, customers and the wider public.

Outcomes

What worked? 

For the company:

· 100 per cent improvement in operations; 

· Environmental efficiency savings generating reduced operating costs of £90,000 per annum, with further anticipated savings of £425,000 over the next three years; 

· Water usage in chicken plucking reduced by 31 per cent; 

· £12,000 per annum saved on packaging; 

· Feasibility study for an anaerobic digestion technology programme for future implementation; 

· £2 million saved on an expensive upgrade of Lloyd Maunder’s current treatment works.

For the Graduate: 

· Mo secured a permanent position as Environmental Manager at Lloyd Maunder, destined to play a significant role in the company’s future growth.

For the University:

· Invaluable case study for undergraduate teaching on the Environmental Science degree pathway; 

· Experiences gained through the partnership influencing both content and presentation of teaching, resulting in a more sophisticated and pragmatic view of the commercial sector dilemmas of meeting environmental obligations in a commercially viable way.

Our partnership with the University of Plymouth has embedded specific environmental management techniques within the wider management structure of our company. Lloyd Maunder is benefiting from a raised awareness of the complexities of working within a viable commercial environment, while achieving broader environmental objectives. 

David Lanning, General Manager, Lloyd Maunder Ltd

What evidence?

As a direct result of the TCS programme, Lloyd Maunder now has a fully operational Environmental Management System. Mo Yassin has generated significant advances in the company’s knowledge of effluent production processes, and the tools and techniques employed have greatly enhanced their analytical capabilities. Specific cost improvement projects have significantly increased profitability, and a culture of environmental management has developed as a pervading influence.

16. 
Topfoto KTP

Name of Organisation/Initiative: Topfoto Services

Context

Where?

Topfoto Services, based in Liskeard, Cornwall specialise in high quality developing and printing for all popular film formats and digital media via their dealer network throughout the UK. 

When?

Two-year project initiated in 2000

Why?

Before the commencement of the TCS programme, around 90 per cent of the business was in photographic developing and printing services for dealers such as chemists and photographic shops. 

Direct retail sales to the customers at the Liskeard site accounted for around 9 per cent of turnover, with the remaining 1 per cent representing printing from digital files and converting 35mm and APS film to a digital format. 

Chris Childs, Managing Director, identified the need to develop the digital side of the business and facilitate the ability to receive and print files directly through the development of software available through a company website. As a young company, Topfoto needed to concentrate resources and arrive at a satisfactory and affordable solution.

Who Pays?

The business pays £16,000 per year for the graduate and meets their overheads, with all other costs being met by government funding.

Practice

Who’s involved?

The TCS team partnered Felicity Penwill, a first class graduate of Information Technology with Public Relations, with University of Plymouth academics, Dr Stephen Childe and Dr Tony Curtis. Together they strategically planned and implemented a two-year project, designed to meet specific company objectives.

What? 

As a result an interactive website was designed and launched, www.topfoto.com. In addition to online album facilities and archives, the site incorporates images and tips from nationally acclaimed photographer Hayley Madden, intended to be of interest to Topfoto’s target market, keen amateur and semi-professional photographers. Online print software was made available for customers to download, allowing digital images to be processed quickly and efficiently.

A marketing communications plan was implemented, raising the company profile as a quality photo finishing company. All activities were monitored and evaluated with the Marketing Information System developed by Felicity, with the support of the University experts.

How?

· Analyse and map the business processes for the existing printing and developing services and develop and implement new yet integrating processes for the digital business; 

· Design new e-commerce models to capture the burgeoning digital business;

· Develop a marketing strategy and communications plan for the digital business including operating procedures and outline staffing requirements;

· Detail requirements for online ordering software to launch simultaneously with a new website;

· Develop a Marketing Information System to monitor sales in response to advertising/promotional spend and marketing activity.

Outcomes

What worked? 

For the company: 

· Evolution of a fledgling digital business into a fully operational digital processing service; 

· Creation of a website, using cutting edge aspects of web technology such as Active Server Pages (ASP), strategically designed to encourage repeat business from Topfoto’s target market;

· Implementation of a marketing communications plan, utilisation of an in-house design process and co-ordinated negotiation and purchasing of advertising space; 

· A competitive growing digital business eventually expected to overshadow the wet chemistry side; 

· The implementation of new business processes incorporating a well documented evaluation system, designed to deliver measurable results; 

· The retention of Felicity as e-commerce manager on completion of the programme; 

· University support and advice on strategic business and development proposals, boosting confidence throughout the programme.

For the Graduate:

· Experience of leading a successful major IT project, marketing campaign and product launch; 

· Development of skills in management: presentations, meetings, time management and effective communication; 

· Experience in negotiation and dealing with suppliers and customers; 

· Awarded Postgraduate Certificate in e-commerce, Postgraduate Diploma in Marketing (CIM), NVQ4 in Management and the completion of four TCS training modules; 

· Securing a permanent position as e-commerce manager on completion of the TCS programme.

For the University: 

· Background to a postgraduate case study for the MA international business group; 

· Inclusion as a case study in Dr Tony Curtis’ forthcoming book, Marketing for Engineers; 

· Inclusion in a case study exam for the Chartered Institute of Marketing.

The competence and commitment Felicity displayed at the start of this key strategic programme gave me every confidence that she would see the project through. I am really pleased that now the programme has finished she has agreed to take on the role of e-commerce manager. It’s great to see local graduates working for local companies. 

In two years I have moved from having a desire to engage in e-commerce to benefiting from fully operational e-commerce transactions. A development which has been effective and affordable, thanks to TCS. 

Chris Childs, Managing Director, Topfoto Services

17. 
Enhancing Student Employability Co-ordination Team (ESECT)

Name of Organisation/Initiative: Enhancing Student Employability Co-ordination Team (ESECT)

Context

Where? 

ESECT is a national umbrella organisation working in partnership with other networks, subject and professional associations, employer, student, careers services, regional networks and other groupings with interests in the field of student and graduate employability. Although notionally situated within the virtual boundaries of the LTSN, ESECT does not actually have a physical location as such with the members of the network working remotely from substantive places of work.

When? 

ESECT was established in September 2002 for a period of 30 months and is due to hand its work over to the Higher Education Academy at the end of February 2005.

Why?

To equip graduates better with the key employability skills often identified by employers as being absent in recent leavers from HEIs.

There are many definitions of what it is to be 'employable' and views on the processes that develop this attribute. ESECT offers a wide range of perspectives on the employability of graduates based on the premise that, in higher education, 'employability' is about good learning.


Employability is a government concern for at least two reasons. First, it is important to its widening participation strategy because, if it succeeds, there will be more graduates looking for jobs. Secondly, the government believes that a good supply of highly skilled employable graduates is essential for national economic and social well-being.

Who Pays?

ESECT is fully funded by the HEFCE.

Practice

Who’s involved?
ESECT operates almost exclusively on a network basis and only exceptionally do they work directly with individual institutions or departments.

The members of the ESECT team are all experts in the field of student employability and graduate recruitment and are as follows:

· Val Butcher, Higher Education Academy 

· Carl Gilleard, Association of Graduate Recruiters 

· Margaret Dane, Association of Graduate Careers Advisers 

· Lee Harvey, Sheffield Hallam University 

· David Gosling, HEFCE's National Co-ordination Team 

· Patsy Kemp, ESECT (Project Manager) 

· Sophie Holmes, National Union of Students 

· Peter Knight, The Open University 

· Kate Lester, National Union of Students 

· Brenda Little, The Open University 

· Kathryn Dalby, Higher Education Academy 

· Rob Ward, Centre for Recording Achievement 

· Mantz Yorke, Liverpool John Moores University 
What?

ESECT has been set up with a broad remit of undertaking the following tasks:

· To appraise the literature and explore current practice, producing a set of five, updateable digests, which will go on the Higher Education Academy/ESECT web pages; 
· Summarising this new knowledge base for seven main audiences: employers, students, careers services, the Higher Education Academy Subject Centres, educational development units, heads of subject departments, and other networks (such as professional bodies and subject associations); 
· To work with partner networks to disseminate these summaries to these audiences.
· Developing ‘toolkits’ for specific audiences in collaboration with partners. These toolkits will help the different groups —the Higher Education Academy Subject Centres, student unions, employer groups, careers services, etc. — to review practice, identify gaps, weigh up opportunities for low-cost, high gain improvements, and take effective action to enhance their group’s contribution to student employability. 
· Supporting colleagues in using the toolkits and working in consultancy and developmental roles with their colleagues. 

One of ESECT's prime concerns has been about embedding employability into the curriculum.  Its work built on that of Skills Plus, a two-year project. The Learning and Employability Series was produced by ESECT and the Higher Education Academy for staff in higher education institutions engaged in tackling this and other employability issues. 

How?

Through the dissemination of best practice material collated from a range of sources, including international, to inform the embedding of employability skills within the HE curriculum.

Also through involvement in and support of other Learning and Teaching Support Network (LTSN) Generic Centre programmes, such as the Entrepreneurship programme designed to encourage the fostering by HEIs of the entrepreneurship and innovation skills of their undergraduates via the curriculum.

For whom?

Ultimately, the intended beneficiaries are the graduates from English HEIs through their gaining enhanced employability skills delivered in the curriculum. This is to be achieved, however, by the engagement and involvement of representative bodies at a much more national developmental level.

So what?
This is the first time that a nationally coordinated approach has been undertaken to the issue of graduate employability and the identification of best practice in the field.

What next?

At the end of February 2005, ESECT will hand over its activities to the Higher Education Academy, of which it currently operates as a function.

Further Info

Contacts and links

To contact ESECT you can email: Esect-Project@open.ac.uk

Tel: 01908 659074

18. 
South west Screen/UWE Graduate Placement Scheme

Name of Organisation/Initiative: South West Screen Graduate Placement Scheme

Interviewee Name and Role: Jules Channer, Director of Skills and Education

Date: 27/09/04

Context

Where? 

The original project delivered twelve graduate placements in Bristol-based media companies. The current project will deliver thirty-five placements in year one and fifty placements in year two in media businesses across the South West.

When? 
The original project was run over two years from 2001.

The current programme is to run for two years from October 2004.

Why?
The programme was originated in a smaller format working exclusively with UWE graduates and UWE’s Faculty of Art, Media and Design over the 2001/02 period. This initiative was put in place in recognition of the problem of graduate retention and recruitment in the region generally, and of the need for graduate retention solutions in the South West’s digital and interactive media, and film and television businesses more specifically, to ensure the long-term competitiveness of the industry.

Who pays?
Costs are to be met largely by the HEIs through the HE Innovation Fund (HEIF) and by SW Screen.

Practice

Who’s involved?
South West Screen is the agency set up to lead the development of film, television and digital media in the South West, where the part-time project director is based.  It provides management of scheme delivery, the steering group, monitoring and evaluation of the project and sector strategic expertise and direction.

Two full-time Project Coordinators are based in the north and south of the region, providing support to both the companies and the trainees.

Four HEIs – UWE, Bournemouth University, Bath Spa University College and Falmouth College of Arts and Design. Each HEI has the role of developing links with companies in their sub-region and for providing suitable graduates to be placed (with the exception of Falmouth CAD, whose role at this stage is to participate as a Steering Group member, with a view to working as a partner in the future).

What? 

The programme introduces a placement scheme to enable graduates from HEIs in the South West to gain structured work experience in SMEs operating in the developing media sector in the South West.

Recent graduates from any HEI in the South West are offered a 12-week placement with the participating enterprises, and are paid a £200 per week training allowance. HEI staff spend considerable effort prior to the commencement of the placement producing a detailed profile of both the intended project and of each of the specific skills that would be required of the graduate in order to best match the candidate and the position. Companies then interview the ‘matched’ graduate, and, if successful, then agree a start date.

SME staff are offered CPD relating to traineeship management and development as necessary.

Graduates are offered four days of specific project-related training prior to, during or after the placement, focusing particularly on new media training.

How?
The UWE’s Faculty of Art, Media and Design’s dedicated Short Course/Professional Training Unit largely delivered the training courses offered to graduates during the original programme.

For whom?
For the original project, as many of Bristol’s media companies were approached as possible, with a flyer having been distributed outlining the aims and objectives of the project and urging their participation in “an exciting two-way exchange between industry and education”. The current project extends this beyond Bristol-based organisations to include any media business in the South West.

Outcomes

What worked? 

Two of the graduates on the original scheme were offered full time permanent contracts as a direct result of the outcomes of the project, and a further eight were offered the possibility of freelance work should relevant projects be taken on.

Graduates benefited from the industry experience and direct work-related training, with many gaining work as a result.

The companies benefited from the opportunity to ‘road test’ a new member of staff, and to take a more experimental approach to some types of work, including the development of new products and processes.

The University benefited from the development of a successful model for the delivery of graduate placements in the media industry, and built on and strengthened partnerships with the sector. The project also permitted them to continue to identify and facilitate short courses and professional development solutions for graduates in the workplace.

What evidence?

At the end of each placement, both the graduate and the company are interviewed in detail by the placement coordinator, with the same questions being asked in each instance to allow comparability. Many of the companies involved in the original project subsequently inquired as to whether a similar scheme would be run in the future with a view to being involved again.

Any problems? 

In the original scheme, the fee of £250 per week was considered too high by some of the organisations involved – this has subsequently been lowered to £200. Many of the companies also felt that the formal training element of the programme would be best carried out prior to starting the placement, with a training needs analysis conducted in conjunction with the organisation. It was, however, recognised that a certain amount of flexibility was still required since in some cases the actual training requirements might not become evident until the placement had commenced.

What’s new?
The original programme represented a successful model for the delivery of graduate placements in the media industry in Bristol. The current scheme builds on the success of that programme, extending delivery throughout the South West.

So what?
The programme represents a model of good practice that can potentially be utilised in other institutional settings and with other sectors.

Further Info

Contacts and links

South West Screen:

Tel: 0117 952 9977

e-mail: info@swscreen.co.uk

University of the West of England:

Sophie Harbour

Tel: 0117 966 3411

e-mail: sophie.harbour@uwe.ac.uk
19. 
BioApproaches South West

Name of Organisation/Initiative: BioApproaches South West

Context

Where?
BioApproaches SW are physically based in the offices of Great Western Enterprises, their project management partner, in Wiltshire. The BioApproaches network is regional, extending across the South West.

When? 
BioApproaches SW was established in 2001 and is currently funded until 2007.

Why? 

BioApproaches SW was established to:

· Provide an integrated regional focus to promote and support the South West's emerging biotechnology sector; 

· Act as a dissemination vehicle for information and opportunities (business development and training) among biotechnology sector SMEs, agencies and organisations within the South West; 

· Coordinate networking with biotechnology sectors in other UK regions; 

· Highlight research advances and novel technologies and their potential for application; 

· Represent the interests of the South West Biotechnology Sector nationally and internationally; 

· Support the professional development of graduate-level staff (technical, research and managerial) within the biotechnology sector; 

· Raise awareness and profile of career opportunities in biotechnology in the South West. 

Who Pays? 

BioApproaches SW is funded by the SWRDA and the ESF.

Practice

Who Involved? 

BioApproaches SW has a dedicated Project Manager, a Programme Coordinator as well as a Director and an administrator, both part time. BioApproaches is managed by, and all staff are actually employees of, Great Western Enterprise. In excess of twenty biotech businesses in the South West have now joined the BioApproaches network. Membership is open to any company, academic research institution, bio-industry support or service organisation in the region.

What? 

The main areas of activity of BioApproaches SW are to:

· Promote networking among SMEs, research institutions and organisations and agencies in the South West biotechnology sector;

· Represent the interests of the South West biotechnology sector nationally and internationally;

· Support the professional development of graduate-level staff (technical, research and managerial);

· Provide opportunities for partnering and investment;

· Highlight research advances and novel technologies and their potential for application;

· Raise awareness and profile of career opportunities in biotechnology in the South West;

· Disseminate information on funding and development opportunities.

How? 

· Networking with biotechnology sectors in other regions;

· Electronic newsletters;

· Website including membership directory;

· Workshops and conferences;

· Developing the region’s biotechnology strategy, having input to trade missions and inward investment programmes;

· Supporting the creation of, information on, and access to appropriate scientific, technical and business skills training;

BioApproaches SW also provides subsidies for training for its members and helps to arrange student placements, prioritising placements from South West HEIs.

For Whom? 

BioApproaches was established to support businesses in the biotechnology sector and the professional development of their staff in order to deliver benefits to the sector overall and to the regional economy.

Outcomes

What Worked? 

To date, BioApproaches have run successful training programmes across the South West and have organised conferences and other networking events to bring together biotechnology businesses from across the region.

Any Problems? 

There has been some difficulty in accessing and engaging biotechnology SMEs.

What Next?
BioApproaches are currently working in conjunction with the Social Regeneration and Research Unit at the University of Plymouth to carry out an in-depth training needs analysis of the biotechnology sector in the South West.

Further Info

Contacts and links

Dr Gagan Lushai

BioApproaches SW Manager

Trinity House

Bryer Ash Business Park

Trowbridge

Wiltshire

BA14 8HE

Tel: +44 (0)1225 712316
Email: info@bioapproaches.co.uk 

Other similar projects/organisations

Tourism – Tourism Skills Network South West

· www.tourismskillsnetwork.org.uk
Food & Drink – Southwest Food & Drink

· www.southwestfoodanddrink.com
Marine – Marine South West

· www.marine-south-west.com
Environmental Technology – Enviroskills South West

· www.enviroskillssw.org.uk
Cultural Industries – Culture South West

· www.culturesouthwest.org.uk
Digital & Media – South West Screen

· www.swscreen.co.uk
Advanced Engineering – West of England Aerospace Forum

· www.weaf.co.uk
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