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Introduction

This paper forms a sub-section of the Regional Skills, Enterprise and Employment Analysis 2007/8. It:

a) reviews the labour market and skills issues identified by Sector Skills Councils (SSCs). 


b) maps these against potential priorities of the South West Regional Skills Partnership (SW RSP); the work of the RSP task and finish groups; and activities that Government has tasked Regional Skills Partnerships (RSPs) with taking forwards. 

Its goal is to identify which of the SW RSP’s potential activities are most commonly and acutely felt to be priorities by the SSCs. 

Approach

This analysis was conducted through a review of SSC literature and by mapping the issues raised within this literature against a matrix of RSP priorities
. 

A summary of the skills and employment priorities flagged up by individual SSCs forms the bulk of this paper (pages 20 to 100) 

The matrix is provided as a separate document and can be accessed by clicking here.  A section of the matrix is provided at Annex 1.

To identify which of RSP’s potential activities were most commonly and most acutely felt, a score of 2 or 1 points was awarded to each activity each time it was flagged up by the SSCs. 2 points were awarded when an activity was identified as a key priority for an SSC and only 1 point if it was raised as a matter of more general concern.  

With 25 sectors assessed and a maximum 2 points per priority the scores in the table overleaf are out of total of 50. 

It should be noted that the different SSCs are at very different stages of the SSA process. Pathfinders have completed their: Skills Assessments; Reviews of provision; regional consultations; Sector Skills Agreements; and are agreeing Action Plans to take these forwards. Some Tranche 4 SSCs have yet to complete Stage 1 of the process, the Skills Assessment.  The fact that some SSCs are setting out Action Plans while others are still scoping the broad issues for their sector slightly distorts this study. This is because almost all SSCs have, in their Skills Assessments, flagged their broad concerns (e.g. the impact of migration and demographic change) while fewer have considered how supporting government policies or programmes (e.g. the 14 to 19 Agenda or Train to Gain) might form part of a response to these concerns. 

Thus, while a crude ‘scoring’ system has been used within the matrix to highlight concerns that are most common and deepest felt, this should be treated as a starting point for discussion, rather than any definitive analysis. 

A listing of SSCs by SSA status is provided at Annex 2. 


	Table 1 - Scores for each activity

	Score


	Leadership and Management

	42


	Improve supply of Level 3 provision

	33


	Supervisory Management

	31


	Advice and Guidance

	30


	Drive demand for Level 3 provision

	28


	Improve supply of apprenticeship placements / work based learning opp's by employers

	28


	Improve supply of level 2 provision

	27


	Promote recruitment to the sector, inc. via non-traditional channels

	27


	Improve supply of apprenticeships by FE / public sector

	26


	Women and Work

	26


	Generic Employability  - Raise levels of generic employability  

	23


	Skills for Life - Literacy & Numeracy

	23


	Drive demand for Level 2 provision

	21


	Improve supply side responsiveness /  flexible training solutions

	21


	Address demographic changes

	19


	Improve supply of Foundation degrees 

	19


	Support employes in defining and driving demand (inc IIP)

	18


	Improve employer engagement in Foundation Degrees

	17


	Improve relevance & quality of qualifications

	17


	Migrant workers / ESOL

	17


	Higher Education  - Improve supply of higher level skills training

	16


	Skills Brokerage / Train to Gain

	14


	Implement 14 - 19 vision and strategy

	14


	Improve labour market intelligence

	14


	Sector Business support

	14


	Address assessor and tutor shortages

	12


	Address issues around quality of learning infrastructure /  equipment

	12


	Drive individuals' demand for higher level skills training

	11


	Improve efficiency of graduate labour market - linking graduates to Jobs & promoting graduate retention

	11


	Drive employer demand for higher level skills 

	11


	Work with supply chains

	8


	Develop culture of enterprise

	5


	Support digital learning

	3


	Local Authorities - ensure alignment to maximise impact

	3


	Promote sustainability education

	2



	
	


SECTION A 
ISSUES OF COMMON CONCERN

While all the Activities in Table 1 above are addressed, for the purpose of this analysis they are grouped under a number of broad sub-headings. 

LABOUR SUPPLY 

Demographic change (19 points) was raised by 13 of the 25 SSCs reviewed, normally as a matter of concern rather than as a key priority. The nature of the concern and suggested response varies somewhat by sector. Skillsmart Retail and People 1st, which have high levels of staff turnover and a younger than average employee cohort, see a need to broaden the labour pool from which they traditionally recruit and to develop career paths to retain young workers longer. Skills for Justice and Skills for Health express concerns about ageing within their an already ‘old’ workforce and the need to make better use of existing staff. For Proskills, Cogent, and Improve, sectors where the workforce is both contracting and ageing, possibly as younger people are not taken on to replace those leaving the sector, there are concerns about a ‘tipping point’ and raising employer awareness of potential of older workers. Within the Cogent sector there is particular concern that the retirement of a large cohort of skilled staff may leave the sector underskilled in future. LANTRA, which estimates that 80% of proprietors in their sector are over 45, sees a need to re-brand the sector, address perceptions of hard physical outdoor work for low pay, and attract more young entrants by stressing the sector’s links with the environment, leisure and sustainable development. Skills for Logistics, which is concerned about an ageing LGV driver population, points to regulations and insurance costs as making it difficult for employer to recruit young people and the role of its Young Drivers Scheme in addressing this.

The integration of Migrant Workers (17 points) and the provision of ESOL was raised by 13 SSCs, mainly as an issue for concern rather than priority sector action. Construction Skills and Improve were the exceptions here. For Construction Skills skills shortages and health and safety considerations combine to make this a priority for action.  For LANTRA, Skills for Logistics, Summit Skills and Improve the issue is picked up more in recognition of the role that overseas workers play in the industry and the high proportion of employers using migrant labour.  Some sectors, e.g. People 1st, also see benefits in the language skills that migrant workers bring. 

Addressing gender imbalances within the workforce, particularly to attract more women (26 points) into sectors where they are under-represented, is picked up by sixteen SSCs, six of whom have this as a priority. Sectors such as Construction Skills, Proskills, EU skills, Skills for Logistics, Summit Skills, and Automotive Skills, where upwards of 75% of employees are male, are keen to redress this imbalance. SEMTA point out that women constituted only 13.4% of applicants accepted onto engineering degree courses in 2003. e-skills UK, a Pathfinder with an Action Plan, has made the roll out of Computer Clubs for Girls a specific priority. In Summit Skills 83% of firms employ no women outside of administrative roles and this is a cause for concern.  In Skills for Health and Skills for Care and Development, where upwards of 75% of workers are women, the issue is about attracting men into some occupations. 

Addressing gender imbalances clearly requires steps to Promote recruitment to the sector, including via non-traditional channels (26 points) and the effective delivery of Advice and Guidance (30 points). 

Advice and Guidance was identified as a concern for all 25 of the sectors reviewed and a key priority for 19 of these. Improving the image and awareness of employment within the sector was seen as a key priority for:

· Automotiveskills, which identifies bad press and fictional characters as playing a role in reducing the attractiveness of sector

· Skills for Logistics, which feels ‘the sector presents a poor image, expecially to young potential entrants, resulting in an inadequate pool of the right type of applicants to logistics jobs’.

· ConstructionSkills, which wants to see greater numbers of people from ethnic minorities in trades occupations

· Skills for Justice, which identifies poor public perceptions of some careers, e.g. in prisons and probation, as contributing to recruitment difficulties

· Skillsmart Retail, which is looking to change attitudes and emphasise that it’s a sector in which it’s possible to have a career, not just a job

· Improve, which emphasises the importance of work by employers to raise the  attractiveness of work and careers in the industry

· Pro-skills, which argues that although staff turnover is 5% per annum, suggesting people like working in the sector find it rewarding and stay there, it is not seen as attractive by young people

· e-skills UK, which sees ‘establishing work in IT as an aspirational career choice for high achievers’ 

· Skillset, which stresses the need not to over promote vocational media qualifications

Advice and Guidance is particularly important for the Lifelong Learning sector, which is working with partners in other skills sectors to determine where it can most effectively add value. 

Getting employers engaged with schools to raise the profile and attractiveness of the sector is seen as an important activity by a number of SSCs, although the need for Information, Advice and Guidance (IAG) is not seen as limited to young people. Skillset, for example, sees the provision of an industry specific IAG service for adults who are either in or seeking to enter the sector as a priority. EU skills is concerned about a growing shortage of technical and engineering graduates and the high proportion of these graduates who are attracted to industries outside the scope of their training, like financial services Five sectors see improving labour market intelligence (14 points) about employment in the sector as an important part of a response. Promoting understanding of work in the their sector, through visits to employers or employers running activities in schools, is widely advocated. It might be argued that promoting inter-sector competition to attract a shrinking school-age cohort amounts to a nil sum game. However, if this activity is focussed on occupations or sectors (e.g. engineering) that are a priority for the South West and where there are acknowledged recruitment issues, could be beneficial.
Implementing the 14 - 19 vision and strategy (14 points) is surprisingly sparsely covered in the documentation reviewed in this study. There is a great deal of focus on developing career paths through industries and developing occupational standards to go with these. Skills for Health, for example, note a need to raise demand for vocational qualifications, which are not often held within the sector at present. EU skills points to consolidation in the industry; multi-utility companies now requiring qualifications suitable for a multi-skilled workforce; and a need to combine technical skills combined with IT and customer care. The lack of emphasis on the 14 – 19 agenda is also probably due to the nature of the documentation reviewed and the fact that Skills Assessments tend to focus on ‘issues’ rather than policy or responses to policy. Some other issues discussed in this paper, e.g. poor perceptions of a sector as a place to work, clearly link to the 14 to 19 strategy. So, again, it is the Pathfinders that set out direct goals in this area. E-skills UK plan to develop a modular IT diploma for technology related education and work-based learning among students aged 14-19 while Skillset are seeking the development of a specialist vocational curriculum for 14 to 19 year olds. Pro skills are looking to work with employers to develop specialised diplomas for their sector. Lifelong Learning SSC is building a ‘toolkit’ which is designed to support the training of those teaching the new 14-19 specialised diplomas
EMPLOYER DEMAND FOR SKILLS

Improving the quality of Leadership and Management skills (42 points) was the single clearest priority to emerge in this analysis of SSC skills needs. However, it is also clear that managers in different sectors have very different skills and face very different issues. Indeed, most individual sectors identify a wide variety of leadership and management requirements. These are listed below.

	Management & Leadership priorities by sector

	Automotiveskills

· HR & recruitment  

· Staff development, to support ‘learning organisation’ behaviours and development of careers within the sector, rather than jobs.  

· General Management & Leadership, to move organisations away from bureaucratic, command and control cultures. 

	ConstructionSkills 

· Developing leadership and management skills needed to manage and work in integrated supply chains 

· Strategic & change management, to identify and deliver the skills needed for the future growth of the industry – including new working practices, processes and materials.

· HR Practice, including take up of IIP and Training plans in SMEs and the integration of migrant labour.

	e-skills UK

· Business Managers capacity to interpret and exploit IT developments.

	Energy and Utility Skills

· First line supervisory management
· Contractor Management

	Improve

· General and supervisory management – especially in operational people management and softer skills such as leadership, motivation and confidence building
· Improved succession planning

	LANTRA

· Coaching, mentoring and supervisory skills required to support apprentices, migrant, casual and temporary workers and volunteers
· Business management skills, including law, financial planning, risk management, global trading, EU policy and funding, contract management, marketing, sales and business diversification skills.

	People 1st 

· HR Skills & access to professional HR Advice, to improve recruitment 

· Supervisory & middle management development, to improve retention

· Business Clubs, to foster peer mentoring and learning

· General Business Management for SMEs

	Pro-skills 

· Promoting understanding of and the effective adoption of technology

· Improving team development and customer service skills, esp. among SMEs

· Developing first-time managers, who may previously have been technicians, potentially through Foundation Degrees 

· HR Skills and improving succession planning

	SEMTA
· Developing team leaders and front line supervisors, competent in high performance working
· Improving the supply of vocationally qualified team leaders and supervisors
· Improving skills in: knowledge management, project management, financial management, change management, supply chain management, people management and negotiation skills. 
· Leadership development, in terms of strategic and commercial leadership

	Go Skills
· Supervisory management

· Developing contextualised management and leadership products.



	Creative & Cultural

· Managing freelance inputs

· Developing team-working skills

· Improving communication and networking capacities

· Building out ‘creative apprenticeships’

	Asset Skills
· Leadership for business competitiveness
· Skills for facilities management


	Financial Services

· Client management 

· Team building skills

· Succession Planning
· General leadership development

	Skills for Health

· Management Skills needs

· Main focus on HR and people management

· Recruitment, induction & supportive management

· Managing temporary staff

· Appraisal policy development and implementation

· Effective training and development

· Job and service re-design

· Managing the introduction & use of IT

· Partnership management and working

	Skills for Justice

· First line / supervisory management / performance management

· Budget management

· IT management

· Risk management

· Partnership working / leadership skills

· Skills to support contestability – tendering, bidding, contracting etc

	Skills for Logistics

· Improvements in the intensity of management training

· Sector specific management training

	Lifelong Learning

· Providing leadership over learning needs across skill sectors

· Sector specific management training and leadership development

· Leadership on career pathing and planning

	Cogent

· Training new managers

· Making management responsive and relevant

· Defining new roles and training needs

· Managing part-time employees

	Summit Skills 
· Sector specific management training and leadership development

· Developing partnerships with other sectors

· Building out apprenticeships and training

	Skillset

· Management skills provision linked to the industry context, esp. for SMEs that are often ‘managed’ by people from creative backgrounds  

· Sector specific business growth schemes, involving diagnosis by industry experts and linking to organisations providing consultancy and training support

	Skillsmart Retail

· HR management to reduce turnover costs

· Effective application of IT

Large Companies 

· People Management and supervisory skills

· Strategic management, e.g. international sourcing and sales

Small Companies

· Entrepreneurship

· Practical support with book-keeping, recruitment, marketing, security, IT and health & safety.

	Skills for Care and Development

· Leadership and Management at all levels

· Planning skills

· Partnership working

	Government 

· Leadership skills for Government as developed through the National School for Government

	Skills Active
· Teamworking and teambuilding skills
· Leadership and Management development

	Skillfast

· Leadership and Management development
· Developing technical skills

· Increasing flexibility and reducing bureaucracy


The need to develop Supervisory Management Skills (31 points), e.g. among technicians taking on first time management roles or in the retail or automotive sectors which are trying to reduce high turnover rates, is a clear and common need. The range of circumstances in which these skills are required is highlighted by LANTRA, which points to the need in their sector to supervise and mentor apprentices, migrant, casual and temporary workers and volunteers. 

In the Skillsmart sector, larger employers with multiple outlets face a particular challenge in developing management competencies in staff. What is clear from this analysis is that Management and Leadership is a priority but also that no single approach will meet all needs. 

Supporting employers in defining and driving demand for learning, including through Investors in People (IIP) (18 points) did not feature as the strong priority one might have expected. The role of defining & driving demand for learning is a key SSC function and is implicit or embedded within many of their proposed actions and priorities. The apparent lack of priority on IIP may be due to the fact that it is a distinct programme and therefore less likely to be referenced in Skills Needs Assessments than Sector Skills Agreements or Action Plans. That said, a number of sectors do identify a need to improve Training Needs Analysis (TNA) in their sector. Skills for Justice, for example, point to a need for TNA to support the trend towards multi-level entry into the sector. Some sectors are also conducting further investigations into demand for Investors in People standards, and a business survey within the LANTRA sector uncovered significant interest. This suggests that this priority may increase in future as SSCs develop their action plans. 
Skills Brokerage / Train to Gain (14 points) is picked up as a key priority by 3 of the 4 Pathfinder SSCs and identified as a matter of concern by the 4th Pathfinder, but is not much mentioned by SSCs who are further behind in the SSA process. The emphasis here is on the value of sector specific or sector sensitive brokerage by individuals with expert knowledge of the industry concerned. 

Skillset are also concerned that publicly funded provision under Train to Gain is predicated on certain models of employment and don’t fit with the mobile freelance and self-employed workforce prevalent in their sector. LANTRA argues that Train to Gain brokerage and associated provision must be  integrated within a specialist business support services, including business advice, management support, dedicated learning provision, information, advice and guidance.

Sector Business Support (14 points) picks up a number of sector specific priorities that do not fall easily under general headings, such as: 

·  People 1st’s wish to establish Business Clubs to foster peer mentoring and learning between small employers in the hospitality sector

· SEMTA’s desire to see support for Supply Chain Management and Business Improvement Techniques 

· Skills for Justice’s need for support to enhance multi-agency and partnership working

· Government’s wish to work closely with the National School for Government and civil service partners

SKILLS FOR LIFE / GENERIC EMPLOYABILITY SKILLS

Interestingly Skills for Life / Literacy & Numeracy (23 Points) is omitted from the rubric of priorities by a number of sectors, possibly because it is an issue on which the LSC is seen to taking a clear lead. People 1st note that relatively few employers surveyed in their sector felt literacy and numeracy skills were lacking, though they saw benefit of embedding these into customer service training. 
That said, the issue clearly remains important. Skills for Logistics refer to it as a ‘latent problem’ in the sector, causing lost orders and poor routing, that needs to be ‘surfaced and acted upon’. Automotiveskills meanwhile report literacy and numeracy as too often being inadequate for even the basic requirements of business and a major drag on the productivity. Interestingly, a number of sectors which require highly qualified staff have raised the issue of poor numeracy and literacy amongst employees. The financial services sector notes that basic skills are lacking amongst a high proportion of staff. Skills for Justice see an increasing need to complete reports and paperwork to high standards as driving demands on these skills, while Skillsmart Retail identify Basic Skills as an area for quality ’mass scale’ skills development. For Pro-skills the emphasis is on literacy skills and more advanced mathematical skills in technical occupations, while Basic Skills needs are acknowledged but not prioritised by SEMTA. 

Generic Employability  Skills (23 points) 

Improving attitudes and motivation is a clear priority for Automotiveskills, which feels that the sector is sometimes seen as suitable for the less able. For Pro-skills developing ‘commercial awareness’, a sense of responsibility and ownership of employer objectives are stressed, something that clearly links to leadership skills. For LANTRA and Improve the emphasis is on generic skills, such as team-working, communication, flexibility and initiative, while within Skills for Justice there is an emphasis on both employability and life-skills and ‘maturity’ required to handle potentially difficult situations. 

Links are frequently made between generic employability skills and the customer handling skills that are critical in sectors like People 1st and Skillsmart Retail. For Automotiveskills and Skills for Health, where there are large numbers front-line service staff there is a clear need to embed these skills in Level 2 and other provision. Skills for Logistics point to John Lewis’ practice of combining delivery with installation and demonstration of new goods as an example of this trend in their industry. 

Sectors tend to distinguish between ‘generic skills’ (team working, communication, partnership working) that may be developed at a number of levels across organisations and basic ‘employability’ skills (time-keeping, motivation, taking instruction) that tend to be most often identified as lacking among new recruits. 

 LEVEL 2 / APPRENTICESHIPS

Improving employer demand for Level 2 Provision (21 points) and Improving supply of level 2 provision (27 points) were hard to differentiate. The two tend to be treated together, with SSCs perhaps focusing driving demand on the basis that supply will follow (quality of provision is treated separately). 

Addressing employers’ lack of understanding of the business case for training is usually picked up as a general priority, rather than as a priority for any level of training provision. Skills for Logistics are typical, arguing the need to make the case for training, because ‘many firms are ambivalent out the need for training beyond obtaining basic qualifications that are statutorily required to conduct haulage business. Too many rely on agency staff or ‘poaching’ from other firm, regardless of the cost of such solutions…’. 

For SEMTA, Skills for Health, Pro-skills and Skills for Justice, Level 2 is increasingly regarded as a foundation requirement and, interestingly, the focus of discussion and concern is increasingly on the technological and organisational changes that are starting to make Level 3 the essential requirement for competitiveness within their industries. SEMTA, for example, identify upgrading operator skills to at least level 2 and retraining / re-deploying operators at Level 3 as the priority. Construction Skills are similarly looking to develop capacity and capability of On Site Assessment And Training (OSAT) Programme at Levels 2 and 3. 
For sectors such Skillsmart Retail, People 1st and Logistics Level 2 skills are closely related to the need to improve customer service skills.

There is also a clear link between Level 2 and IT skills needs. e-skills UK argue for a major expansion of supply of IT Professional and IT user skills at both Levels 2 and 3, among both Business Managers and wider IT users. The need for IT user skills is also picked up by other SSCs. Examples abound: Skills for Health point to advances in medical technology; Skills for Care and Development point to the increasing digitisation of client / customer records driving up IT skills for Social Workers and other in caring professions; Skills for Justice identify cross agency client management systems and the growing use of Blackberries and digital devices; LANTRA points to the growth of e-commerce and on-line selling in their sector; Skillsmart Retail identify increasing use of point of sales technology as all driving the need for IT skills to Level 2 or above. 

Improve supply of apprenticeship placements by employers (28 points) was a key priority for action among 12 of the 25 SSCs reviewed. Skills for Justice, which has other traditional entry routes, and e-skills UK do not identify driving employer demand for apprenticeships as a major concern.  

There is some concern across the different sectors about the ways in which apprenticeship systems are currently structured, with many regarded as being less than wholly effective. There is also a need to ensure that apprenticeships remain relevant. That said the main challenge appears to be in increasing the supply of apprenticeships. Improve, for example, identify the sector as having one of the lowest take-up rates of apprenticeships alongside major skills deficiencies in craft skills, technical and machine operative levels, which apprenticeships could help to fill. Energy and Utility Skills see scope to improve apprenticeship supply, particularly in the waste sector. Pro-skills equally argue that the sector has a strong tradition of informal on-the-job learning but that 83% of employers feel FE colleges aren’t important in meeting their skills. Thus there is scope to widen use of apprenticeships but only if this is supported by improving the supply of apprenticeship placements by FE (26 points). The role of the Lifelong Learning sector in enabling this is important.
Construction Skills has identified ‘increasing the number of apprenticeships at Levels 2 and Level 3’ as a priority within their Regional Activity Template. SEMTA have prioritised improving the supply of Level 3 craft skills by expanding participation in apprenticeships, developing bespoke training programmes for employers. Even Skills for Health, where apprenticeships or vocational qualifications have not traditionally been widespread, identify the development of apprenticeship as priority for future action. 

There is abundant commitment, but also clear concern about Improving the quality and relevance of qualifications (17 points). Skillsmart Retail point to lack of take up of apprenticeships due to their ‘bureaucratic and inflexible nature’, arguing that employers will continue to rely on informal in house training which currently dominates until quality issues are resolved. People 1st are looking for a 100% increase in the completion of apprenticeships. Even those sectors with a large number of apprenticeships, such as Summit, are keen to develop the system further. 
The problem isn’t just limited to apprenticeship qualifications. e-skills UK point to the existence of 600 IT qualifications for their sector with very low completion rates, arguing for a radical rationalisation and the creation of a new modular qualification that records achievement at all levels as students progress, resulting in there being no such a thing as ‘drop out’. Improving delivery of flexible, bite-sized, work based training solutions a priority for pro-skills. Skillset is looking to accredit FE and HE provision in film, television and interactive media and to develop qualifications frameworks for Apprenticeships and Foundation degrees.

LEVEL 3 / TECHNICAL / CRAFT SKILLS

Improving the supply of Level 3 provision (33 points) and Driving demand for Level 3 provision (28 points) again tended to viewed as a single dynamic by SSCs. That said there are some sectors, such as Financial Services and Lifelong Learning where the skills need is more evident and there is less concern about driving demand. 
Overall, two concerns tended to dominate: a need to keep up with changes in technology and business processes; and changes in job roles being driven by new organisational requirements and, in the public sector, policy change. There were also concerns in highly-skilled sectors such as Cogent about employee turnover, and the need to retain staff with Level 3 qualifications as many employees face retirement. 
SEMTA are clear that although a variety of skills gaps exist in the sector it is technical and practical engineering skills at level 3 and level 4 that are most lacking. For Automotiveskills the rapid pace of change in vehicle technology is driving a need for more advanced skills. Advances in medical technology are changing skills requirements in health. Skillset similarly are concerned about the ability of large numbers of freelancers and self employed staff, who have difficulty finding out about and paying for training to keep up with rapid technological development in the industry. 

It is not just advances in technology and processes that is driving the increasing need for Level 3 skills. Changes in consumer demands and expectations have a major role. Improve identify a trend towards increasing employment and increased skills levels for both food scientists, technologists, engineers and electricians and the traditional ‘crafts’ such as cheese makers, craft bakers and butchers. For Skills for Health workforce transformation is driven by both the need to respond to a better informed and more demanding public but also health policy around patient choice, public health, elimination of waiting and changing financial regimes. This is driving the creation of new roles and a need to multi task. Simply keeping up with changes in legislation, organisational remits and the growing need for partnership working is changing roles within occupations covered by Skills for Justice and Skills for Care and Development. The Cogent sector faces challenges from the increased focus on improving environmental stewardship with staff required to learn significant new technologies and processes to decrease carbon footprints.  
The emphasis on growing skills needs but also on rapid change, points not just to a need for initial training increasingly to Level 3 but also the need for ongoing CPD opportunities. 

HIGHER LEVEL SKILLS

Driving individuals' demand for higher level skills training (11 points) in their sector is a major priority for five number of SSCs and a concern for one. SEMTA have deep concerns about the long-term decline in the proportion of students taking engineering and science subjects at HE level, pointing to the fact that engineering students made up 4.6% of the HE total in 2003, compared with 11.8% in 1996. Energy and Utility Skills share this concern arguing for early steps to encourage more young people to study science and engineering. Skills for Care and Development point to a significant shortage of professionals in areas of Social Work.

e-skills UK argue a similar need for growth in numbers of new IT graduates, based on levels of market demand. They forecast employment growth in the IT sector will result in a need to fill 180,000 new and replacement jobs nationally each year, while in 2002 only 8,800 new IT graduates entered the sector within the first six months of graduation. As a response they are developing a new Honours degree that they wish  to see rolled out across 22 HEIs nationally. Construction Skills point to a need to grow the number of people graduating from civil engineering and built environment programmes.

There is also interest amongst a range of SSCs in encouraging greater engagement with higher education providers to ensure the relevance of course provision. Such a need has been highlighted by Skillset which is looking to work with higher education providers in accrediting courses and qualifications.  

Improving employer engagement in Foundation Degrees (17 points) and Improving the supply of Foundation Degrees (19 points) are closely linked to the need to Improve the supply of higher level skills training (16 points) and Driving employer demand for higher level skills (11 points).

There are clear demands for improved provision of higher level skills training across a range of SSCs including Cogent and Financial Services. High-end skills provision is seen as critical to maintaining competitiveness across these sectors, and there are proposals to establish new courses and training provision. 

SSCs identify a clear role for themselves across the higher level skills area as a whole. For SEMTA driving employer participation in graduate apprenticeships is a key goal, which requires improvements to the vocational relevance of degrees and access to sandwich courses. Working to develop specialist degrees and bespoke programmes in partnership with higher education and employers is a priority action for the SSC. Skillset similarly are committed to working to improve the design of content of foundation degrees. 

While Automotive Skills provision in the South West is generally reasonable up to Level 4, there are no Higher Education Institutions currently offering either first degrees or masters degrees in Automotive Engineering in the South West.

Skills for Health point to the growing number of high skills jobs in the sector, changing roles, demographic trends and the need to improve staff retention through the development of career pathways, particularly for those in lower skilled jobs. Achieving this requires their participation in the creation of new skills development programmes and vocational qualifications at all levels, including Foundation Degree and at higher level. Pressures are similar in the Skills for Justice sector.  

OTHER PRIORITIES

Improving the efficiency of graduate labour market, by linking graduates to Jobs & promoting graduate retention (11 points) was picked up as a major priority by e-skills UK and SEMTA. This is also an issue for Skills for Care and Development and Asset Skills, which want to see clearer career pathing. Lifelong Learning draws specific attention to the need for the sector to provide a ‘career of choice’ for recent graduates. In turn, Energy and Utility Skills point to the need for steps that would encourage more engineering graduates to go on to work in engineering-related industries. 
Addressing assessor and tutor shortages (12 points) was a significant issue for construction, especially when it comes to specialist and new practice. SEMTA point to a shortage of qualified teachers, while Skills for Justice and Energy and Utility skills are likewise concerned about an absence qualified trainers and assessors. 

The need to improve opportunities for tutors to keep up to date with changing processes and technologies in industry, e.g. through sabbaticals and placements was a theme common to a number of SSCs. There is a particular demand for specialist training centres in sectors such as Cogent which requires highly specific specialized skills. 
Inadequate quality of Learning Infrastructure and Equipment (12 points) was picked up as a major issue by SEMTA which points to a lack of capital investment in engineering equipment in education. It is also a concern for the ‘heavier’ industries:  Automotiveskills, Constructionskills and Proskills. 

The desire for ‘state of the art’ provision through CoVES or Academies might also be considered to be an indirect expression about the quality of general infrastructure. Skillset have the establishment of 8 Screen Academies across the UK and regional and national centres of excellence in television. Similarly, Government expect to work closely with the new National School for Government. 
Supporting Digital Learning (3 points) was rarely mentioned. The priority to establish an e-skills passport is the clearest example of a sector priority in this area.  This is partly due to a level of continued employer reticence about e-learning. For example, even in a highly distributed industry, like extractives, where there is a rationale for e-learning, 85% of employers declared they were not interested in this approach. Many sectors state that there is a need to develop more flexible, modular and widely accessible skills provision, but fall short of advocating e-learning. Whether this signals a need to drive improvements in e-learning content and methods, a need raise employer awareness of the potential benefits of e-learning or a rationale for stepping back is open for debate. 
Work with Supply Chains (8 points) was identified as a priority by SEMTA, Construction Skills and Energy and Utility Skills which sees this as a way of driving up training and competence levels among contractors. Promoting sustainability education (2 points) was raised as an issue within construction and land-based industries. 

Improving labour market intelligence (14 points) in order to identify future skills and influence the pattern of provisions is an explicit concern for Skillset, Constructionskills, and e-skills UK. These are all sectors that have completed their SSAs which tend to list priority activities that fall within the clear remit of SSCs. Improving labour market intelligence is clearly felt to be fairly central the SSC remit. 
A number of sectors make a link between the need for good sector intelligence and the need to improve Information, Advice and Guidance. Skillset, for example, are clear about the need to interpret LMI for careers advisors and clients. 

Lifelong Learning UK and Skillsmart Retail both emphasise the importance of Developing a culture of enterprise (5 points) within their sector. The emphasis tends to be at the higher level. For Skillsmart it is as much about raising retailer ambitions to trade at regional, national, international level, as it is about supporting interest and entry to the sector. LANTRA identify developments around e-commerce, on-line retailing, farm gate industries etc as opportunities for the sector where an appropriate enterprise culture prevails. 
SECTION B

INDIVIDUAL SECTORS’ PRIORITIES

Automotive Skills XE "Automotive Skills" 
Automotive Skills XE "Automotive Skills"  covers the motor industry downstream of the factory gate. This includes: vehicle sales, maintenance, repairs and restoration; MOT XE "MOT"  inspections; fast fit (tyres, exhausts etc.); parts XE "Parts"  and accessories sales; roadside rescue; vehicle hire and valeting. XE "Valeting" 
While employment in the sector has stayed fairly level, at around 2% of the working population, there was a 5% growth in VAT XE "VAT" -registered businesses between 1994 and 2003. The sector is SME dominated, with 7-out-of-8 businesses employing fewer than 10 people. 

Skills issues are similar across all the English regions, though there is variation between rural and urban businesses. Urban businesses, which account for 86% of employment, tend to have a less stable customer base, higher levels of staff turnover and experience more poaching of staff. Rural businesses find recruitment more difficult and have less access to training and skills development. 

Around 40% of the workforce are in sales and administrative occupations; 33% are in skilled occupations, of whom 25% are technicians; owners / senior managers account for 10% of the workforce; and the remaining 10-15% is made up by professionals and those in elementary occupations. 80% of employees are male, leading to a concern to improve recruitment of women.  Ethnic minorities are slightly under-represented.

Automotive Skills identifies low levels of profitability as being at the root of many skills problems within the sector. Low profitability has a negative impact on investment, including investment in training and skills. Allied to this, the considerable requirement for capital investment in the industry, arising from growing vehicle complexity, rising standards in supply chains etc, can drive businesses to focus on ‘short-term’ goals and to fail to give staff development the priority it merits. Employers tend to focus on ‘jobs’ rather than career paths, which are poorly defined in the sector.

Automotive Skills also points to problems with the image of employment in the sector, driven by negative press and depictions of characters working in the motor trade. Admittedly, pay in many automotive occupations is not high, which can lead to poor employee motivation and attitudes. Volume based targets and bonuses can also produce low levels of customer service. However, employers feel that these negative messages have pervaded public and careers advisor thinking and that too often the sector can be seen as a repository for less able school leavers. They argue that the reality is that much of the sector is very professional, customer-focused and technologically advanced, employing highly skilled staff at all levels.  It is therefore quality apprentices that are needed, and who will gain most from an automotive career.

Staff turnover levels in the sector are high, at around 25% per annum, due in large part to poor HR practice, failure of employers to empower staff and reliance on traditional bureaucratic, command culture and methods. 

Recruitment tends to be from within the sector, as sector experience is highly valued and transferable skills are less appreciated. This tendency to ‘poach’ staff from within the sector, often on the basis of small pay increases or improved bonus offers, can compound a reluctance to train and lead to concern that trained staff will leave.

Graduates are not seen as essential to the sector. The perception is that it is difficult to make graduates ‘productive’ as quickly as apprentices and that it is hard to develop graduates due to a lack of career opportunities. Automotive Skills research does however show that 62% of employers feel improving the quality and range of career paths will be essential if the sector is to attract and retain high-quality recruits and apprentices and they will be looking to support employers in this area.

Most small employers do not have specialist HR functions and have expressed a desire for HR toolkits to help them deliver the kinds of development and training opportunities offered by larger employers. Indeed, only 14% of Managers in the sector hold a qualification at Level 4, lower than any other sector of British industry. 16% of managers have no recognised qualifications whatsoever – higher than any sector bar two.

Five key areas of Skills Gaps XE "Skills Gaps"  and Shortages XE "Skills Shortages"  emerge from this analysis:
Employability XE "Employability"  and Life Skills XE "Life Skills" 
Employers are seeking a higher proportion of young people, particularly apprentices, with the right attitude XE "Attitude" , motivation,  XE "Motivation" reliability, willingness to learn and consistency. They are concerned about the number of apprentices who lack these skills, which they perceive as a factor in low apprenticeship completion rates (c. 33% in England) and as a product of the sector being seen as suitable for the less able.

Basic Skills XE "Basic Skills" 
Literacy and numeracy skills among young people are identified as too often being inadequate for even the basic requirements of businesses. Employers identify low levels of basic skills as a major drag on the productivity and recognise their role, or the role of apprenticeship programmes, in taking remedial action.

Generic Skills XE "Generic Skills" 
Employers identify an increasing demand for generic skills, such as communication XE "Communications" , customer XE "Customer"  handling, problem solving, team working and general IT skills.  XE "IT" These skills are in short supply among existing employees and new recruits.

Technical Skills XE "Technical Skills" 
Of all the skills types identified as being in short supply, technical skills are cited as difficult to find most frequently. Rapid change in vehicle technology is putting pressure on employers and employees to respond to an increased need for new training and up-skilling.

Management XE "Management"  and Leadership XE "Leadership"  Skills

Given the significance of management and leadership on productivity, profitability and general business success, Automotive Skills XE "Automotive Skills"  believes that addressing the low proportion of qualified managers in the sector to be a key priority. It argues that much management thinking in the sector is silo-oriented and short-termist, and that there is a predominance of a blame culture. Businesses are not behaving as learning organisations. On the positive side, 73% of employers recognised the issue, agreeing with the statement that ‘Managers XE "Managers"  in the sector will need far better developed leadership skills’.  

Provision

The South West of England there is a comparatively good range of provision available for the Automotive sector up to Level 4. The region has the 2nd largest number of LSC enrolments and 3rd largest number of LSC apprenticeships in the country, which given the region’s overall size, represents a significant offer. 

The quality of provision, based on ALI assessment, is considered fairly good, although assessment is difficult as automotive courses are aggregated together with other engineering and manufacturing provision. In a quantitative survey Automotive Skills found that that overall 94.4% of employers who provided training for employees were either fairly satisfied (63.3%) or very satisfied (31.1%) with its impact on the performance of their business, suggesting that the quality of (all) provision is at least reasonably high.

An area of weakness in the South West is that there are no HEIs offering either first degree our masters programmes in Automotive Engineering. The only higher level provision is at HNC / HND level. 

Sources: 

Automotivate The Sector Skills Agreement for the Motor Industry, Sector Skills Agreement – Stage 1 – Skills Needs Assessment, UK Final Draft Report, July 2006

Automotivate - The Sector Skills Agreement for the Motor Industry, Sector Skills Agreement – Stage 2 – Assessment of Current Provision, English Final Draft Report, August 2006

Automotivate, The Sector Skills Agreement for the Downstream Motor Industry, Sector Skills Agreement – Stage 3, Gap Analysis and Market Testing, November 2006

Constructionskills 

The construction sector in the South West has a slightly lower rate of vacancies (14%) than the average (17%). However, the proportion of vacancies which is hard-to-fill (57%) is almost double the average rate (31%) and skill shortage vacancies as a proportion of all vacancies (36%) are exactly double the average rate (18%).

High proportions of vacancies are for skilled trades jobs (44% against all economy

average of 10%) and for professional staff (22% against average of 7%). Two-thirds (66%) of hard-to-fill vacancies and skill shortage vacancies (63%) are for skilled trades people. Skills gaps are at an average level. The highest proportion of these (34%) is amongst skilled trades staff but 20% are amongst managers.

The sector has slightly below average proportions of establishments with business plans, training plans and training budgets.

The issues identified for ‘collaborative solutions’ in the national Sector Skills Agreement for Construction reflect some of the existing priorities of the SW RSP.  

There are concerns around the supply of labour resulting from changing demographics, the perceived attractiveness of careers in construction and consequent individual choices. 

The SSA notes that college-based construction provision tends to be over-subscribed but that only around 60% gain qualifications. National Quality Assessment and National Employer Skills Survey data suggests that there are issues around the quality of provision. Construction employers in the South West were more likely than average to be dissatisfied with the FE provision they used (21% compared with an average of 8%) and rather more dissatisfied with the private providers being used (7% against 3%). There are also major concerns around availability of work-based apprenticeship, training and assessment opportunities, which itself leads to an emphasis on the need to drive up employer, particularly SME, engagement in the provision of learning opportunities. Lack of availability of tutors and assessors, particularly for specialist and new practice, is an additional worry. 

The SSA places considerable priority on the need to attract and develop people with intermediate and higher level skills, particularly graduates and people with foundation degrees, to enter occupations in areas such as civil engineering. This has a close link to the RSP responsibility to identify Level 3 priorities for the region. 

In summary then, the sector has high levels of recruitment difficulty and skill shortage, which are particularly concentrated at skilled trades level. It has a weaker

approach to training than is average for the economy, mainly reflecting its

fragmented, small-firm character and also due to high levels of self-employment. 

When it does train, the sector is a frequent user of external provision – but use of that provision occasions more dissatisfaction than amongst other users. 
Priority Actions to be taken forwards through  ‘Collaborative Solutions’ are identified as follows. 

1.
Shaping up the Industry’s Business Performance

Securing a significant increase in the number of companies investing in the planned training and development of their workforce.

Developing the leadership and management skills needed to manage and work within integrated supply chains.

Identifying and delivering the skills needed for the future growth of the industry – including new working practices, processes, technologies and materials.

2.
Brushing up the Industry’s Existing Skills

Delivering a major development in the capacity and capability of On Site Assessment and Training Programme (at Levels 2 and 3).

Ensuring the specialist sector has access to the training and development it needs.

Addressing the challenges posed by the increasing use of migrant labour.

3.
Stepping up the Quality of Qualified New Entrants

Finding placements to enable young people wishing to join the industry to acquire the necessary work based practice.

Encouraging more women and ethnic minorities to join and stay in construction.

Ensuring there are enough graduates with the right skills, knowledge and understanding.

4.
Infrastructure in Support of these Priorities

Establishing ‘The Construction Skills Network’ to provide industry forecasting capability to enable informed forward planning and well considered and agreed solutions.

Developing a Sector Qualifications Strategy that will ensure a well-planned and structured approach to the development of qualifications and progression pathways which meets sector and learner needs.

These national Collaborative Solutions are echoed in the South West SSA and the Construction Skills Regional Activity Template. The SW SSA identifies the priorities with a greater degree of specificity, and has been used in the development of the Matrix, while the RAT sets out where responsibility for delivery is perceived to lie.

The greatest priority (red coded) actions within the RAT are identified as:

· Construction Apprenticeships at NVQ Level 3

· On Site Assessment and Training (OSAT) for experienced workers at NVQ Level 3

· OSAT Level 3 ‘jumpers’ through Train to Gain

· Construction Apprenticeships at NVQ Level 2

· On Site Assessment and Training (OSAT) for experienced workers at NVQ Level 2

· Basic Skills – assessment and training for all Apprentices

· Key Skills

· Business Improvement - Training Plans for all SMEs

· Business Improvement – IIP for SMEs

It is interesting to note that the RAT tends to focus on issues where there is clear responsibility for delivery, particularly through LSC or Business Link. Some of the more ‘horizontal issues’ that are also important to the sector, such as attracting women into the training places listed above or introducing sustainability skills training into these programmes, are slightly hidden in this headline analysis. 

Sources: 

The Sector Skills Agreement for Construction, England 2005 – 2010

The Sector Skills Agreement for Construction, South West 2005 – 2010, Nov 2005

South West RSP – SSA Regional Activity Template for Construction Skills, Aug 2006

CITB Construction Skills Skills Forum, Papers, Nov 2006

The National Employer Skills Survey 2005, SWSLIM, October 2006 

e-skills UK

e-skills is a pathfinder SSC whose 2005 sector skills agreement is being implemented through a 3 year Action Plan. 

The sector covers 3 groups of people:

1. IT Workforce – 1.2 million people who work in IT companies or IT departments, 80,000 of whom are in the South West

2. Business Managers – 4 million people who need to be able to exploit IT to maintain competitiveness, 330,000 of whom are in the South West

3. IT Users – 20 million people who use IT in their jobs and social lives, 1.6 million of whom are in the South West

The composition and issues affecting members of these 3 groups in the South West is not significantly different to national picture, though there are some variations. 

In the South West the ICT sector has a very slightly lower rate of vacancies (16%) than the average (17%) though skill shortage vacancies as a proportion of all vacancies (19%) are marginally above the average rate (18%). Vacancies, hard-to-fill vacancies and skills shortage vacancies tend to be for sales and professional staff. 

In the IT Workforce there are lower levels of IT vacancies in the South West than there are nationally. However, 13% of companies that employ IT professionals in the South West have internal skills gaps, compared to only 9% nationally. Skills gaps are mostly in development and implementation of IT systems and services. 

For Business Managers, the challenge for region is to equip the 330,000 business managers with skills required to interpret and exploit IT developments. The aim of e-skills is to equip 85,000 business managers in the South West with IT Professional skills and 117,000 with IT User skills over 3 years, with roughly 50% in each category gaining skills to Level 2 and Level 3.

For IT User Skills, 23% of employers in the South West identified IT skills gaps in their workforce. This is just below the UK average but it could reflect lower levels of IT take up in the region as much higher levels of IT competence. e-skills UK calculates that the region needs to upskill 125,000 people to address current skills gaps, with roughly 65% gaining Level 2 and the rest gaining Level 3. 

Looking at provision, the South West has slightly higher than average numbers of FE starts than the UK average. The region is home to 7.7% of the UK’s IT professional workforce and has 8% of UK IT professional starts in FE. It is home to 10% of the IT User population and has 10.6% of IT User FE starts. That said, employment in the IT industry is forecast to grow at 5 to 8 times average UK employment growth over the next ten years, resulting in a need to fill 180,000 new and replacement jobs nationally every year. Yet, according to e-skills UK, in 2002 only 8,800 new IT graduates entered the sector within six months of graduation.

e-skills UK argue that Information Technology (IT) is at the heart of the UK economy and is a key means of gaining competitive advantage for almost all organisations. Companies that do not grasp the strategic implications of IT risk their survival. Individuals who do not gain or increase IT user skills risk being disadvantaged economically and socially. 

Their analysis leads them to identify four strategic objectives and a number of actions to take these objectives forwards within the 3 year implementation plan. 

1. Improving the attractiveness of IT Careers
To improve the quantity, quality and diversity of people entering IT careers, through:
· Transforming the attitudes of girls towards IT courses, through the Computer Clubs for Girls programme, originally piloted in the South East with support from SEEDA.

· Improving careers guidance and establishing work in IT as an aspirational career choice for high achievers. This includes work such as linking employers with schools, colleges and universities and employers sharing HR materials. Wider funding for sector careers guidance is not yet finalised.  

2. Preparing the future workforce
To ensure the IT related curriculum in schools, colleges and universities prepares students for successful employment, the sector will work to:
· Improve the relevance of learning for IT professional careers,  including developing a new modular IT Diploma for technology related education and work-based learning among students aged 14–19.  e-skills UK is working with DfES and QCA on planning the IT Diploma.

· Prepare all future business managers with the skills to thrive in the e-economy, though a new Honours degree programme, the Information Technology Management for Business BSc (ITMB). e-skills UK aims to see rolled out to 1,000 students across 22 HEIs with the support of HEFCE.
3. Developing adults and the existing workforce
To exploit new technologies for improved business performance and productivity through:
· Creating effective CPD opportunities for IT professionals, and development programmes for business people moving into IT professional roles, particularly in small companies

· Addressing the skills needed for business managers – especially in small companies – to realise the benefits of IT 
· Equipping people with the increasingly sophisticated skills needed to use IT effectively in their day to day work

To take these objectives forwards e-skills is supporting the development of an e-skills Academy - a national hub for IT related skills development and support to link employers and individuals with business services, universities, colleges and training providers. 

It will also address low completion rates and the proliferation of 600 qualifications within the sector. It will do this by working with Employers to create the ITQ, a new qualifications structure that doesn’t require all IT skills to be at the same level, but which allows individuals to compile a portfolio of skills at different levels that the employer wants. Linked to this the sector has developed the e-skills passport, a mechanism for delivering a skills diagnostic, registering ‘starts’, planning progress through ITQ modules and recording achievements as learning progresses. 

4. Address infrastructure matters
To place the voice of employers at the centre of skills infrastructure matters through:
· Ensuring the UK’s IT qualifications structure and approach to recognising achievement is fit for purpose and meets employer needs

· Ensure that all policy and action on IT-related skills is underpinned by authoritative insight and market intelligence. 


Sources:

IT Insights - Regional Skills in the South West, e-skills UK, 2005

The Sector Skills Agreement for IT 2005–2008, e-skills UK, June 2005

Real People, Real Success – the SSA for IT one year on, e-skills UK, 2006
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Energy and Utility Skills (EU Skills)

EU Skills is a Tranche 3 SSA covering four industries of electricity, gas, waste management and water. The gas industry is divided between upstream activities, involving the supply of gas to the consumer and downstream activity, which takes place within the consumer’s home or workplace. EU skills is also taking responsibility for developing the skills base of the emerging renewable energy sub-sector. 

Sector Profile

SLIM data, based on the annual population survey, suggests that 374,0000 people work in the sector nationally, with 32,000 in South West. EU Skills own research, suggests that this seriously underestimates the true sector footprint and that the workforce, including the self employed, is nearer 528,000 individuals with 78,000 employed in the electricity industry; 144,000 in gas; 141,0000 in waste management; and 167,000 in water.

While the overall workforce size has fallen by 25% over 20 years, partly as a result of privatisation of utilities, there are significant sub-sector variations. Employment in Waste Management has grown over the same period. Future signals are also mixed. EU Skills predicts that nationally total employment in the sector will continue to fall, by a further 5% between 2006 and 2014. The IER / Cambridge econometrics model projects growth in the South West by 8% over 10 years from 2004 to 2014. 

Replacement demand will however remain significant. Based on a total workforce of 528,000, EU Skills estimate a need to replace 150,000 individuals by 2014, mainly due to retirement. Of these 45,000 will be employed in the skilled trades. 

Although the sector is made up by around 10,0000 VAT registered business nationally, the majority of employment is in larger companies. The exception to this general rule is in the downstream gas industry, where there are 50,000 CORGI registered businesses, mostly sole traders or very small employers.  

Energy and Utility is a highly productive sector, with Gross Value Added per capita in the South West standing at just over 3 times the regional average. This reflects the capital intensity of activity in the sector and the generally low employment levels in the electricity, gas and water industries. 

There is  a strong gender bias  in the sector, with 75% South West employees being male. Nationally black and minority ethnic employees make up only 4% of workforce, compared to 8% of the population as a whole. 

The aging of the workforce particular concern in the sector. Again there is significant variation in employee ages across the industries that make up the sector, but the  situation is considered particularly bad in the waste management and gas downstream industries. 

Much of the work in the sector is technical by nature, but it also includes non-technical activities such as billing, metering and customer services.  When looked at as a whole, employment within the sector is spread fairly evenly across the all major occupational groups. This however masks sub-sector variations. The electricity, gas (upstream) and water industries are highly regulated and require, by law, a fully competent technical workforce. Higher than average numbers of professional, associate professional, skilled trades and customer service personnel are employed in these industries. Waste Management is generally lower skilled and has over-representation of machine operatives (which includes drivers) and elementary grades.

Skills Needs
Qualification levels in the Energy and Utility sector are spread fairly evenly across the spectrum, although a slightly larger number South West employees in the sector have qualifications below L2 in than average, 24.4% compared to 22.5%. The electricity and water industries are more likely to employ workers with Levels 4 and 5 qualifications, while the waste industry has a greater number of people with few or no qualifications. In the downstream gas industry there is a mandatory requirement to hold CORGI related qualifications.

The incidence of training in the sector overall is high. NESS 2005 found that 75% of employers in SW provided training and 49.4% provided off-the-job training. There is evidence that a growing requirement to demonstrate competency beyond the legal requirements among contractors bidding for work from asset owners is driving up training levels. Working with supply chains to develop this culture in contractors is viewed as an opportunity and emerging priority for the sector.  

Skills Gaps occur despite the generally high levels of training. However, with only 3% of EU sector staff being viewed less than fully proficient to perform their current job or tasks the rate is lower than the regional average for all sectors which stands at 6%. Skills gaps tend to be technical in nature, though softer skills such as team working can also be missing. They are largely driven by rapid shifts in  technologies and working practices with the sector, which themselves place a continual requirement on employees to maintain their professional development. 

The EU Sector experiences lower levels of vacancies and hard-to-fill vacancies than the regional average for all sectors. 23% of EU Skills sector vacancies in the South West are hard-to-fill, compared to 35% for all sectors. However, where vacancies are hard-to-fill this is more likely to be due to a shortage of skills: 85% of hard-to-fill vacancies in the EU Sector are a product of a lack of skills among applications, compared to 58% for all industries in the region.

Drivers of change

The sector identifies a range of factors that are driving change in the industry, including: national energy policy; health and safety requirements; environmental regulation and policy; competition; technological change; and changing customer expectations. 

The need to renew significant numbers of power stations that are nearing the end of their operational lives; to keep up with advances in technologies that are making it increasingly possible to generate energy near to point of use; the significant potential national investment in new nuclear capacity and overhead line infrastructure renewal will all have major impacts on the skills needs of the workforce. The emphasis on  developing renewable energy sources may also have a significant impact on the sector.

Further changes are being driven by post privatisation consolidation which is taking place within the industry and in the emergence of multi-utility companies which supply electricity, gas and water to customers. These trends, combined with new technologies, is leading to the needs for a multi-skilled workforce, with individuals combining a range of technical skills with an IT, customer care or leadership skills, as appropriate.

Training Provision

Specialised private training providers, often created out of the closure of in-company training centres, are common in the sector and achieve higher satisfaction ratings than FE colleges. This is considered a product of their flexibility and understanding of the industry. There is however a perceived lack of overall capacity, with demand for training exceeding supply and of a shortage of specialist courses and qualifications. There is scope for EU Skills to support sharing of facilities and to promote partnering with providers and higher education to improve the situation. 

In common with other manufacturing sectors, EU Skills is deeply concerned about a growing shortage of technical and engineering gradates and the high proportion of  these graduates who are attracted to industries that lie outside the scope of their education and training, such as financial services. This suggests that working for a utility is not seen as a sufficiently attractive career choice and that more needs to be done to raise awareness of the sector and to encourage young people to study science and engineering. 

Based on this analysis and their employer consultation process, EU Skills identifies a range of emerging priorities.

· Management and leadership, particularly first line supervisory qualifications and contractor management

· Specific skills shortages e.g. engineers; quantity surveyors; supervisors; team leaders; operatives; jointers; water industry trainers and assessors.

· The development of cross (multi) utility skills & qualifications

· Apprenticeships, particularly in the waste sector

· Customer service training 

· Basic Skills, particularly in the waste industry

· Lack of flexibility in training provision and improvements in qualifications and frameworks

· Improving the image and raising the profile of the sector 

· Engagement with Schools and Higher Education to attract, recruit, develop and retain new people through improved information, advice and guidance

· Contractor / supply chain engagement to ensure and demonstrate workplace competency

· Influencing government policy and reducing the impact of regulatory requirement on workforce development and planning

· Health and safety training

· The production and distribution of robust sector skills intelligence

Improve SSC 

The food and drink manufacturing sector represented by Improve covers seafish, craft bakery, meat and poultry, dairy, and general food and drink. Together these sub-sectors employ some 500,000 people nationally, representing c. 14% of the UK manufacturing workforce. 

The sector is highly differentiated, including highly automated companies mass producing national brands and small companies that make a virtue of labour-intensive craft-based production techniques. 

Although productivity varies significantly by company type and sub-sector, food and drink manufacturing is a highly productive sector with the second highest level of GVA per employee, after the financial services industry.

Improve identify four key drivers of change within the industry:

1. Consumer Change –  requiring new products and services that reflect changing patterns of consumption and taste, e.g. for organic, ethnic, health and other value-added products


2. Changing Technology – both manufacturing technology and information technologies that offer companies the chance to improve customer contact and understanding and to gain cost efficiencies in distribution.

3. Market power and the dynamics of production & distribution –  particularly responding to the demands and influence major food retailer relationships, the opportunities and competition arising from own-label products. 

4. Regulation and Government Intervention – which is a major driver of training in the industry, with food hygiene dominating public sector provision.

Employment in the sector is currently contracting by around 10,000 jobs per year, a decline in employment that is forecast to continue over the next 8 years. That said, replacement demand will require the industry to recruit an estimated 118,000 workers over this period. 

This ageing of the population, leading to both rising levels of retirement from the sector and a reduction in the number of 16-29 year olds available to replace this older cohort, is a significant concern for the sector. Allied to this, there is a emphasis on the need to diversify entry into the sector, making it more attractive and accessible to ‘the majority of the population i.e. female, ethnic and younger sections of the population’.

There is a recognition that the employment of overseas nationals has been and will continue to be beneficial for the sector and that if the industry is to maximise this opportunity it must work to improve communication and language skills, together

with raising the overall skill levels of this group of workers.

The sector is one in which the workforce holds comparatively low levels of  qualifications. In the South West 46% of employees have Level 2 or lower qualifications. 31.3 % hold qualifications below level 2. Nationally 28% of the workforce lack basic skills.  

Improve suggest that with c15% of employees also having qualifications at Level 4 qualifications or higher a U shaped pattern in highest qualifications held can be discerned across many of the industry’s sub-sectors, with qualifications concentrated at the higher and lower ends.  Improve identifies, at national level, a shortage of technical (food scientists and technologists, engineers, electricians) and skilled workers (bakers, butchers, fishmongers, cheese makers) in the industry. 

Data from the National Employer Skills Survey supports the perspective of many of the skills issues, as opposed to labour supply issues, being concentrated at the intermediate level.  In the South West 80% of hard-to-fill vacancies are for lower skilled machine operatives while skill shortage vacancies are much more evenly split between machine operatives (39%) and skilled trades (36%). 

Employers also report clear skills issues at management and supervisory levels – especially in operational people management and softer skills such as leadership, motivation and confidence building – and a concern with generic skills, such as supervision, communications and team working. There is a view that the level of training carried out by the sector’s workforce needs to move from basic to higher level provision in order to meet the skills demanded by the sector. 

On the supply side, Improve suggest that FE currently provides only a third of the sector’s off-the-job requirements and, that with off-the-job training accounting for only  20% of all training, FE in effect only provides 7% of all training that takes place across the industry. This itself tends to be focused on food hygiene and regulatory requirements. 

Recommendations for action in England to emerge from this analysis are as follows.


Short Term


1. Develop the National Skill Academy for food and drink, which will initially focus on productivity improvement and management / supervisory skills. 


2. Apprenticeships – the sector currently has one of the lowest take-up rates of apprenticeships but also major skills deficiencies at craft skills, technical and machine operative levels, which apprenticeships could help to fill


3. Implementation of a regional brokerage service for the sector.

Medium Term


4. Address issues around demographic change and retention / upskilling of older workers.


Long Term


5. Implement Union Learning Representatives


6. Improve awareness of and the attractiveness of the sector


7. Work with employers on succession planning


8. Introduce training programmes and align these with business strategy


9. Develop industry diagnostic tool to measure the economic benefits of training.

Sources:

Demand for skills in the UK Food and Drink Manufacturing Sector, Stage 1 of the Sector Skills Agreement,  Improve SSC

The Supply of Training and Skills within the UK Food and Drink Manufacturing Industry, Stage 2 of the Sector Skills Agreement,  Improve SSC

LANTRA

Lantra is a Tranche 2 SSC covering the environmental and land-based sector.  The sector is complex and diverse, covering 17 industries ranging from agricultural livestock and crops to floristry, fencing, garden centres and veterinary nursing.
Sector Profile

Together these seventeen industries are estimated by Lantra to represent approximately 1 million employees nationally, or 3.4% of the total employment, including large numbers of volunteers in heritage, environment and wildlife oriented organisations. 

The South West has a high level of employment in the land-based industries, which stands at 169% of the all England average. The majority of employment is in Agricultural Livestock, which accounts for 47.6% of all land-based employment, Production Horticulture (11.6%), Agricultural Crops (9.6%), Landscape (9.1%), Equine (5.3%) and Animal Care (4.3%). 

Lantra estimate that around 23,600 organisations operate wholly or principally in the land-based sector in South West of England. The vast majority of these organisations are micro-businesses. In the South West nearly 98.7% of land-based businesses employ no or less than 10 staff, against a regional all sector average of 95.6%. Perhaps more significantly, 59.5% of people working in the sector in the South West are proprietors of their own business, compared to a figure of around 15% for all sectors. This is an extremely important factor in determining the skills and business support requirements of the sector. 

Productivity in the sector is just over the regional average for all sectors. 

Lantra is highly concerned about the age profile of the regional workforce, of whom 46.1% are aged over 45, compared to an all sector figure of 40.9%. Lantra estimates the proportion of proprietors over the age of 45 to be as high 80%, with just under half aged over 55. Those employed by others in the sector tend to be younger, with the most common age bracket for employed staff being 25 to 34. 

Although employment is spread across all the major occupational groups it is concentrated in the Skilled Trades, which make up 36.4% of the sector workforce, compared to an all-sector average of 12.3%, and Elementary Occupations which accounts for 22.5% of the sector workforce, compared to an all sector average of 11.6%. Around 70% of the Lantra workforce in the South West is male.

Overall levels of employment in the sector are forecast to fall, with the loss of 14,000 jobs in the sector, equivalent to 22% of the sector workforce within the region, between 2004 and 2014. 

Skills Gaps & Training
Data from the National Employers Skills Survey 2005 (NESS) showed 7% of land-based businesses in the South West reporting that they had current vacancies. This is considerably below the regional average of 17%, due at least in part to the large number of organisations that employ very few or no staff. Looked at slightly differently, vacancies made up 2.6% of all jobs in the sector, compared to 2.9% for all sectors, suggesting that those organisations that do employ significant numbers of people may have trouble finding them. This hypothesis is supported by the data on  hard-to-fill vacancies that shows that 64% of vacancies in the sector are reported as hard-to-fill, compared to 31% for all sectors. The reason for vacancies being hard-to-fill is however less commonly due to a shortage of skills than other factors, such as low numbers of applicants, low pay, working hours and so on. Only 45% of hard-to-fill vacancies in the Lantra sector were reported as being skills-shortage-vacancies compared to 58% for all sectors. 

NESS data also suggests that employers in the sector are less inclined than average to provide some form of training to staff members, with 46% of employees receiving training compared to 65% for all sectors. This disinclination applies to both on-the-job and off-the-job training. 

LANTRA’s own Business Survey is slightly more positive, suggesting that 9.0% of establishments are recognised or working towards the Investors in People standard, 37.4 % have either a written business plan or a written training and development plan and 10.0% hold both a business and training plan. Of those providing training, 26.7% report using qualification bearing provision, 57.1% use certificated training and 11.4% uncertificated training. Legislative or regulation driven training accounts for 20.0% of training courses mentioned, whilst 46.7% of courses mentioned were technical training specific to the industry. Around 10% of employers in the sector use NVQs.

Drivers of change 

Lantra have identified a number of factors driving change within the industry, to employers must respond if they are to remain competitive. 

· Increasing global competition, leading to rationalisation of land ownership, greater use of contractors, seasonal and migrant labour and a fall in the number of businesses, self-employed and permanent staff 

· Increased consumer concern, coupled with new regulation and legislation, around safety, traceability, animal welfare and environmental factors, leading to raised standards and a need to demonstrate professional competence  

· A potential switch towards rural stewardship schemes and environmental enhancement programmes

· Diversification and the development of non-farming activities providing exit routes for some farmers, e.g. development of bio-fuels or use of woodlands for education, health and leisure

· Increased consumer spending in the amenity horticulture and garden retail, countryside, recreation, equine and natural heritage sectors

· Demographic changes and the increased employment of migrants

· Volunteering – large numbers of heritage, nature and wildlife protection organisations in the South West are dependent on the skills of a largely voluntary workforce. 

Skills needs

The changes within the industry are resulting in need for increased skills in a number of areas. These are identified as being:

Skills to support business development and diversification

The fact that almost 60% of employees within the sector are proprietors of their own business means that skills support and business development support must be highly integrated. The skills that proprietors need to develop and diversify their businesses are identified as management and leadership skills, business law, human resource management and development, financial planning and risk management, global trading, European policy and funding opportunities, negotiation and contract management; improved business and business diversification skills, marketing and sales techniques.

Skills for the workforce 

Given the breadth of the sector the range of technical skills required by the workforce is inevitably extremely broad, including: specialist machinery operations, plant and animal husbandry skills; environmental management; animal welfare skills. A heightened awareness of customer and supply chain issues is driving a need for higher levels of customer service skills. Also required are coaching, mentoring and supervisory skills, supporting apprentices, migrant, casual and temporary workers and volunteers. ICT skills are increasingly required to respond to the growth of e-commerce / on-line selling, networking and teleworking. 

Skills for those entering the workforce - employability skills such as problem solving, willingness to learn, flexibility and initiative. 

Skills for life 
Skills for volunteers and voluntary organisations including: management skills, governance, project management, team working fundraising skills, skills for life including ICT and customer service.

Concern around the aging of workforce and decreasing numbers of young entrants to the industry is driving a perceived need to re-brand the sector, address perceptions of hard physical outdoor work for low pay, and to stress instead the sector’s contribution to the environment, sustainable development, food chain and leisure.

Provision

Farm businesses have benefited from tailored business support for many years.  LANTRA argue that the continuation of an integrated specialist business advice service delivered by people with an understanding and experience of the sector will be crucial to the sector’s on-going success. This should encompass sector specific business advice and guidance; dedicated learning provision; information; and advice and guidance services. Train to Gain brokerage and provision needs to be integrated into this system, providing access to work-based and specific unit-based competence development and recognition which is required by small and micro enterprises and should not be driven by Level 2 and Skills for Life outputs. 

In addition to specialist business advice the sector benefits from a network of dedicated specialist providers. Although well served by this network, evidence that provision tends to reflect the popularity of provision with learners rather than pattern of employment or employer needs. In the South West Equine studies accounts for 21.6% of the sector’s LSC funded enrolments and 32% of its work place based provision while accounting for 5.3% of the sector’s employees. Animal Care accounts for 16% of enrolments and 4% of employment. Agricultural livestock meanwhile accounts for 3% of enrolments and 47% of employment. This lack of enrolments in agricultural livestock provision is also evident at higher education level. 

Nationally, numbers of land-based apprenticeships have been declining, due to difficulties finding appropriate work placements, lack of mentoring skills and questions among employers about the relevance of key skills assessments within the qualification. 

The industry sees a need for provision to be more flexible and delivered in smaller components. These ‘units’ should be part of a competency framework or Skills Passport being developed by LANTRA, which are supported by funding mechanisms. 

Sources: 

South West Regional Consultation Document, Lantra, January 2006

The Environmental and Land-based Sector, Sector Skills Agreement Analysis of Current and Future Skills Needs, Lantra, September 2005

The National Employer Skills Survey 2005 For the South West of England, BMG for SW SLIM, October 2006 
Sector Skills Balance Sheet, SW SLIM, 2006 

People 1st 

The People 1st Skill Needs Assessment identifies the dominant skills issues affecting for the hospitality, leisure, travel and tourism sector (January 2006). 
People 1st identify strong employment demand in the sector. Working Futures II projects a net requirement of 1,642,000 people between 2004 and 2014, made up by 164,000 additional jobs and a replacement demand of 1,478,000 people. People 1st argue that this is an underestimation and that figures from their own recruitment and retention survey show annual labour turnover at 30% per annum. This amounts to losing 590,640 people a year or, assuming labour turnover remains constant, the sector needing to replace 5,097,300 employees by 2014, resulting a level of concern around attracting older workers, migrant workers and diversifying the employment base of the sector.

The document main concern however is around two negative impacts of these high levels of staff turnover. Firstly, recruitment and initial training is estimated to cost c£1,500 per person, resulting in an overall costs to the sector of £886m per annum.  Secondly, failure to retain staff is resulting in recruitment difficulties and in large number of employees, particularly new employees, being inadequately skilled to do their job.

The report also notes that very few of the small establishments which dominate the sector employ an HR specialist and that general managers are responsible for recruitment in half of all establishments. Only a third of employers calculate the cost of recruitment. 

This lack of managerial skills is identified as on of the main problems for the sector. It is seen as resulting from; staff being promoted because they are good at their job, not because they demonstrate any particular capacity for management; from high turnover rates and consequent lack of experience; and from a general lack of training and support. 

While HR and supervisory management are picked out as specific issues the Skills Assessment is also concerned that small and micro businesses may be suffering owing to the lack of general ‘small business’ management capabilities. Owner managers of ‘lifestyle’ businesses can enter the sector with a lack of experience and do not always buy into the concept of skills and training. The fact that 16 percent of hotel and accommodation managers and 14 percent of publicans and managers of licensed premises have no qualifications may compound this attitude. 

Difficulties with recruitment and retention mean that 37% of South West vacancies in the sector are considered hard-to-fill (against 31% for all sectors). This is partly be due to non-skill issues - seasonal employment, hours of work, rates of pay etc – particularly for less skilled jobs. However, it is striking that vacancies for managers and chefs, two highly skilled jobs, were both the most difficult vacancies to fill generally (58% of vacancies for managers and 68% of vacancies for chefs being hard-to-fill) and those occupations where skills shortage vacancies were most prevalent. 34% of vacancies for managers and 28% of vacancies for chefs were considered hard-to-fill due to a lack of applicants with the required skills. Consumer demand for international cuisines and ‘cooking from scratch’ are seen as further increasing the demand for appropriately skilled and qualified chefs.

While recruitment difficulties and skills shortages among managers and chefs are of primary concern, the sector also identifies vacancies in the following occupations as being hard-to-fill:

· Travel agents

· Tourist information staff

· Housekeepers

· Cleaners

· Front of house

· Receptionists

· Professional roles (e.g. marketing)

Certain practical skills required for these occupations are of concern, e.g. language skills for tour guides and tourist information staff. However, it is the customer service skills common to many of these roles make up the third major issue for the sector. Employers consider good customer service to comprise a combination of behaviours including welcoming and helpfulness, a genuine interest in the consumer coupled with perceptual skills such as spotting potential problems and conflict management. It requires good communication and team-working skills and is considered a key contributor to the competitiveness of a business. Poor management is also identified as a contributing factor to low customer service standards. 

Relatively few employers felt that literacy and numeracy skills were lacking in their workforce, though there is a recognition of the benefit of embedding skills for life within customer service provision. This also applies to ESOL, which is increasingly required to address the large number of international workers coming into the sector.

In summary, three main skills priorities exist for the sector. Although the Sector Skills Agreement is still under development the Skills Assessment does suggest some priority actions to tackle these. 

Management skills

These could be addressed through:

· Middle management training programmes in place 

· The development of a single industry gold standard Foundation degree which is modular and funded for management development

· Provision of ‘business clubs’ encouraging peer mentoring and learning

· Improving access to professional HR advice 

Chef Skills 

These need to be addressed through driving employer investment and public provision at all levels. A specific ambition is a 100% increase in completion of apprenticeships.

Customer Service

The sector is seeking development of a standardised, modular ‘Gold’ customer service awards for the sector, available at range of levels, with basic skills and ESOL embedded. 

Sources:  

Skill Needs Assessment for the hospitality, leisure, travel and tourism sector, People 1st, January 2006

Sector Skills Agreement for the hospitality, leisure, travel and tourism sector in England, Stage three - Analysis of the gaps and weaknesses in the learning supply meeting the current and future skill needs of the sector, People 1st, December 2006
Hospitality, Leisure, Travel and Tourism in the South West, The skills employers want and the extent to which learning provision meets their needs, Findings from the Sector Skills Agreement, People 1st, December 2006

Pro-skills

Pro-skills is a Tranche 4 SSC that shortly to release its assessments of Skills Needs and provision. Evidence for this summary of skills needs was presented at a South West Consultation workshop on 30th November 2006 in Bristol.

The sector covers 5 industries: building products & refractories manufacturing; extractive and mineral processing; glass and glass products, processing and manufacturing; paint and coatings manufacturing; printing and printed packaging. 

Although employment in these industries has been falling, new processes and new technologies have been driving per-capita productivity gains and changing skills needs. The workforce is largely male, permanent and full time. There is an under-representation among ethnic minorities. Levels of staff turnover are low, at around 5% per annum, suggesting that people employed in the sector find work rewarding and stay there. This is regarded as positive, although the high levels of staff retention means that the pool of experienced skilled labour from which employers can recruit tends to be low. This causes recruitment difficulties, though the tendency of staff to remain within the sector is also considered a driver for employers taking responsibility for providing work-place based training. The sector is concerned that low staff turnover rates, combined with the shrinking overall workforce size, is resulting in an ageing of the overall population profile in the sector.

Although multi-national and national companies exist within each of the Pro-skills sub-sectors, the vast majority of employment is in SMEs. Geographically, employment is highly distributed, particularly in the extractive industries, where there is a need to minimise transport costs. This causes difficulties, for employers looking to access provision and for training providers looking to develop and run viable programmes. Although the distributed nature of employment provides a rationale for e-learning 85% of employers declared that they were not interested in this approach. 

Employers are clear that training in their industry needs to be work-based and specific to their context and technology. High levels of internal training, mentoring and informal learning are felt to exist in the industry, although the bulk of this sits outside the public sector. 83% of employers surveyed stated that FE colleges were not important to them in meeting their skills needs. 

Key skills priorities for the sector are the following. 

Demographic changes and the labour supply

· Raising employer awareness of the potential of older workers

· Improving the image of employment opportunities in the sector 

· Attracting more women to the sector

· Improving IAG and developing careers materials for the sector

· Integrating migrant workers & ESOL. 


Management and Leadership
· Promoting strategic understanding and the effective adoption of new technology 

· Improving team development & customer service skills, particularly among SMEs

· Developing first time managers, who may previously have been technicians, potentially through a foundation degree

· Improving HR and skills development practice & succession planning. 


Apprenticeships

· Work with employers / a sector skills academy to develop specialised diplomas 

· Driving employer demand for apprenticeships.   


Basic Skills 

· Literacy 

· Employability skills 

· Commercial awareness among staff (partly through team development work by managers)

· Higher level maths, particularly for technical staff

· Health and safety, which is a major driver of training in the sector, 

Improving training provision

· Developing a network of quality assured public and private sector training providers

· Improving opportunities for tutors to keep up with changing processes and technologies in industry, through sabbaticals, placements etc

· Improving the delivery of flexible, bite-sized, work based training solutions. 

Source: 

South West consultation workshop, 30th November 2006 

Sector Skills Agreement, Stage 1 Report, November 2006

Sector Skills Agreement, Stage Two Report – An Assessment of Current Provision, November 2006
SEMTA

The Sector Skills Agreement for Science, Engineering and Manufacturing Technologies (SEMTA, January 2006) identifies the skills priorities for the each of the Electronics, Automotive and Aerospace industries. It is beyond the scope of this Gap Analysis to explore each of these in detail. This is being done within regional SSA implementation processes. However, there are a many common issues, which will concern the RSP as a whole. The fact that SSA is a national document does not detract from its regional relevance, in that, as the document states, “SEMTA’s research reveals no clear picture of significant regional or national differences in these (supply and demand) mismatches”. (p108)
While productivity within the sector, compared to other sectors, is high, all 3 of the major industries covered by the SSC are under pressure driven by the pace of innovation and technological change and intense competition. Maintaining international competitive advantage increasingly depends upon rapid new product development and innovation and moving towards higher value added work supported by the introduction of automation, lean operation, contracting out and advanced supply chain management. These trends are forecast to result in a decline in the overall workforce size of all 3 industries within the sector, the decline being principally felt in ‘Elementary’, ‘Operative’, ‘Skilled Trades’ and ‘Clerical’ occupations. Replacement demand will however result in a considerable positive net recruitment requirement, particularly for ‘Managers’, ‘Professionals’, ‘Technicians’ and ‘Skilled Trades’ occupations. 

In the aerospace sector, it is envisaged that the proportion of graduates working in the industry could rise to be as high as 50% by 2022. There has already been a substantial decline in the numbers of operators in the electronics, automotive and aerospace sectors. This trend will continue and will be replicated throughout the supply chain.

The sector is experiencing significant levels of difficulty in filling vacant posts, alongside skills gaps within the existing workforce.

26% to 33% of all vacancies in the sector are identified as hard-to-fill. Examples of particular difficulties are:  

· Electronics - for technicians and machine operator roles due to a lack of applicants with the required skills, including a lack of electrical/electronic and computer/machinery programming skills

· Automotive - for craft level occupations due to a lack of applicants with skills and experience in welding skills and the ability to use CNC machinery

· Aerospace - for licensed engineers, avionics engineers, technicians including test technicians, instructors/trainers and aircraft tradesmen.

Although a variety of skills gaps exist in the sector, in all 3 industries it is technical and practical engineering skills at level 3 and level 4 that are most often felt to be lacking. In electronics and aerospace around three quarters of employers with skills gaps had skills gaps in technical engineering related skills. This includes electrical/electronics skills, Computer Numerical Control (CNC) machine operations, assembly line/production robotics, Computer Aided Design (CAD) and general engineering skills. Other skills gaps included management skills and the key skills of communication, team working and problem solving. 
Skills gaps were spread over a wide range of occupations from managers and supervisors, technicians, licensed engineers, professional engineers, craftspersons, operators and assemblers. They result in increased operating costs; difficulties meeting customer service objectives; difficulties introducing new working practices and delays in developing new products or services.

Looking to the future, the sector feels that the upskilling of team leaders will be crucial to product market strategies based on faster new product development and innovation. 

Replacement demand within the managerial, professional and technical occupations will increasingly be filled by graduates as technology and manufacturing processes become more complex. It is estimated that 50% of the aerospace workforce will be made up of graduates or equivalent by 2022. The long-term decline in the proportion of students taking engineering and science subjects at HE level is highlighted, using data from Engineering Council’s Digest of Statistics that shows that engineering students made up 4.6% of the HE total in 2003, compared with 11.8% in1996. There is also a perceived need for more sandwich courses and vocational experience within these programmes to improve the work-readiness and to address the fact that more than three quarters of engineering students are recruited outside manufacturing. 

The Sector Skills Agreement expresses concern that demographic change will mean that the supply of young people will be insufficient to meet the necessary skills requirements. It argues that the industry will need to actively market itself to underrepresented groups such as women, ethnic minorities and people with disabilities. Women constituted only 13.4% of applicants accepted onto engineering degree courses in 2003, for example. 

Particular concern also surrounds the declining popularity of engineering related subjects, lack of capital investment in engineering equipment in education, the ‘erosion of the curriculum in mathematics and science’ and shortage of qualified teachers. Negative images of employment in the sector among young people and inadequate careers advice are contributing to a diminishing supply of adequately skilled young people coming into the sector and a need to improve HR development practice in parts of the industry and to up-skill existing employees. Basic skills needs are acknowledged. 

Building on their analysis the SSA identifies a range of actions that are required under 4 headings.

Management and Leadership

The sector sees team leaders and front line supervisors, competent in high performance working, as being vital to support globally competitive lean operation and Process Excellence. There is a need for a better supply of vocationally qualified team leaders. Skills gaps among managers are identified across a wide range of topics, including: knowledge management, project management, financial management, change management, supply chain management, people management and negotiation skills. Leadership development, in terms of strategic and commercial leadership, team leader and first line supervisor skills, are also required. 

Productivity and Competitiveness 

The SSA argues a need for sector or industry initiatives to support:

1. Supply Chain Development

2. Continuous Process improvement 

3. Capital Investment 

4. Reduction in New Product and Process Development time

Technical Workforce Development

The SSA identifies the changing demand on the workforce are requiring:

1. Upgrading all operator skills to at least level 2 and retraining / re-deploying operators at Level 3. 

2. Improving the supply of level 3 craft skills by expanding participation in apprenticeships, developing  bespoke training programmes for employers and improving the attractiveness of the industry, particularly to under-represented groups

3. Meeting demand for craft and technician development, particularly through increased participation in Advanced Apprenticeships

4. Improving the supply of technicians at Level 4, through Higher Engineering Apprenticeships 

5. Improving intelligence on current demand and supply needs

6. Tackling graduate skill deficiencies, by improving the vocational relevance of degrees and access to sandwich courses

7. Increasing the proportion of graduates in the workforce, by increasing participation in graduate apprenticeships

8. Development of specialist degrees / bespoke programmes with higher education

9. More licensed aircraft engineers to replace retirees

Workforce Planning and Recruitment

The SSC argues that:

1. An inadequate supply of new entrants requires the development of strategies to maximise recruitment to the sector.

2. The Government’s 50% target for HE participation is unhelpful, in that it restricts the number of younger people coming into the industry, especially those w/ intermediate skills. However, given that it exists, the need to increase engineering and science graduate numbers should be reflected explicitly in the target and should be particularly reflected in the expansion of Foundation Degrees. 

3. The funding of MAs, which is focused on young people, restricts upskilling in the sector.

4. Engineering graduates currently lack employability skills and need work experience to acquire lean, project management and team leadership skills. Employers have highlighted that graduates have skills gaps for at least the first 18 months of their employment. The Sector is therefore looking for a more integrated graduate programme that would result in graduates, with the appropriate in company development, contributing to the company performance within about nine months.

Allied to the above are additional concerns to:

· Widen the capability of providers to meet industry’s demand for globally competitive training solutions, particularly through benchmarking against international practice, so that providers are aware of activity in other countries, where training provision is more closely integrated with company requirements.

· To improve information, advice and guidance to individuals and to companies, to improve recruitment to the sector and address the fact that employers find the education and training system complex and confusing and accessing funding is difficult and complicated.

Sources:  

Sector Skills Agreement,  Electronics, Automotive and Aerospace Industries, SEMTA, January 2006

Sector Skills Agreement for the UK Marine Sector, SEMTA, July 2006

Skillset

As one of the 4 Pathfinder SSCs, Skillset has produced its sector skills agreement for England. 
The SSC points to the high levels of productivity per capita within the audio visual industries, resulting in a significant contribution to GDP (2.4%) relative to the proportion of employment (1% of the total workforce).

It notes the potential for growth within film, television and multi-media pointing, for example, to a forecast that revenues within television will almost double over the next decade as a result of opportunities created by multi-channel and on demand viewing and the evolution of interactive TV. Digital filmmaking is already beginning to impact, resulting in new skills needs including a need to understand the possibilities, opportunities and threats of digital production. 

The SSC points to an oversupply of potential entrants to the sector and the uncertain value to the industry of some, general media related public provision. There is a need to improve information, advice and guidance and to differentiate between courses promoting media literacy and those providing high quality, targeted vocational provision for industry entrants. 
Providing appropriate CPD opportunities for the large numbers of freelancers in the industry, who are expected to be job ready and up-to-date with the rapid technical developments in the industry, poses a particular challenges. Freelancers have difficulty finding out about skills development opportunities, assessing the quality of provision and paying for training. 

Managers of small businesses in the industry, often people with creative backgrounds who may not have had the opportunity or inclination to acquire people and businesses management skills, are identified as being in need of support. There is a desire to establish industry specific business and management skills programme, linked to current initiatives on management and leadership but providing industry context and expertise.

The main collaborative solutions proposed in the SSA are as follows.

Schools Based Provision

· Media literacy to be embedded into the curriculum and enhanced as a subject and teachers are supported in teaching media and using media as a teaching tool

· Industry and Skillset should be involved in the development of ‘specialist’ curriculum as proposed in the 14-19 White Paper

· However, restraint is needed in order not over promote media (vocational) qualifications and apprenticeships for 14 to 17 year olds.

Further and Higher Education

Each sector within the industry should develop closer partnerships with HE and FE and more formal ways of informing, supporting and recognising programmes. Elements of this strategy will include the following actions in each sector:

Film  - Establish up to 8 centres of excellence (Skillset Screen Academies) which will accredit FE and HE provision. Establish a Film Business Academy.

Television – Accredit specific courses in skill shortage areas such as journalism and broadcast engineering. Provide support for regional and national centres of excellence.

Interactive Media – Accredit courses in computer games development

CoVEs – support review and re-recognition of CoVEs in all sectors

Accreditation of Foundation Degrees – Develop guidelines for the content of and support of foundation degrees in priority subjects. 

Information, Advice & Guidance for Learning & Work

The SSA argues for funds to be made available to enable the sector to provide IAG support to people in publicly funded provision (connexions, LSC supported IAG & Learndirect) and to those interested in getting involved in the industry. 

This should be supported by improved labour market intelligence on the sector and interpretation of this intelligence for careers advisors and clients.  

Allied to this Skillset proposes a second tier service, comprising an industry specific Learndirect helpline and a complementary sector specific IAG service for members of the sector’s workforce who are unable to access public service provision. 

Introducing Apprenticeships

While take up of apprenticeships is extremely low in all sectors, the industry does have a tradition of using ‘runners’ who learn by experience. It is proposed to build on this by developing industry agreed apprenticeship frameworks, with appropriate off-the-job training as required. Larger firms are to be encouraged to introduce these, alongside graduate training schemes. Additional support should be provided to SMEs to achieve greater take up in specific skills shortage areas. 

Qualifications

Skillset will develop a qualifications strategy, to include developing apprenticeships for different occupations and developing Foundation Degree frameworks which have industry support and involvement. 

Freelancers

There SSA makes a persuasive argument around the need to promote and support skills development and CPD among freelancers.  It notes that the industry has supported freelancer training through establishing a fund for training freelancers at national level. But is also notes that public investment in training (Train to Gain etc) tend be predicated on particular models of staff employment that do not fit the industry’s mobile, freelance workforces. 

Supporting Small Business

The SSA argues for:

· Sector specific business growth schemes, involving diagnosis of need by sector experts linking firms to consultancy and training support, including offers from the public sector

· Company based management and leadership diagnostics

· Train to Gain to include sector brokerage and delivery of higher level skills.

Research

Additional research is required to enable the industry to identify its size and shape, skills gaps and shortages, interventions needed and to monitor success. This should be conducted in partnership with regional observatories,

Sources:  

Sector Skills Agreement (England), Film, TV and Interactive Media, Skillset

Skills for Care and Development

Skills for Care and Development brings together employers working to deliver social care for adults and young people. Skills for Care and Development’s Skills Needs Assessment (Stage 1 of completing the SSA) and their Assessment of the Supply of Training and Skills (Stage 2) are due for completion in April 07.  

In the absence of these documents information is taken from the consultation draft of the social care sector Workforce Development Strategy 2005-2010, the State of the Social Care Workforce, the National Employers Skills Survey 2005 and South West Sector Skills Balance Sheet.

Skills for Care & Development covers 5.3% of the South West’s working population, accounting for 127,000 individuals. 

The sector is diverse covering. At national level it covers:  

· 21,000 care homes, of which 88% are private or voluntary sector run

· 3,700 agencies providing domiciliary care staff

· 2,000 children’s care homes

· 35,000 childcare providers

· 72,000 childminders

· 280,000 local authority social services staff.

Women make up more than 80% of the workforce for the sector as a whole, rising to over 95% in sectors such as residential and domiciliary care and early years childcare. Part-time working is also extremely common, which has implications for training and professional development.

The report ‘State of the Social Care Workforce’ describes vacancy rates in the sector as being high, roughly twice as high as the average for all sectors, with particularly high rates for occupational therapists and children’s social workers. 

Staff turnover rates are also high in day nurseries, playgroups, after-school and holiday clubs, with recruitment and retention being problematic.

Pay levels within the sector tend to be low, both for professionals when compared to other groups of professionals (e.g. teachers) and for the lowest paid care workers who tend to earn similar amounts to retail sector cashiers and check-out operators. 

In social care, workforce transformation is being driven both by economic and demographic factors but also by the need to make  effective responses to changes in health policy. This involves changing roles alongside a need for up-skilling and re-skilling for many groups of employees. The requirements of these changes are being developed by the sector though ‘New Types of Worker’ pilots geared to identifying the future workforce.

The National Employer Skills Survey 2005 reveals that in the South West the care sector has a significantly higher rate of vacancies (29%) than the average (17%). 

The proportion of vacancies that are hard-to-fill (39%) is above the average rate (31%), though skill shortage vacancies (17%) are marginally less frequent than the average rate (18%). 

High proportions of vacancies are for personal service staff – mainly care assistants (50% against all-economy average of 9%) and for associate professional staff – more senior care occupations (27% against average of 16%).

Over two-thirds (71%) of hard-to-fill vacancies and of skill shortage vacancies

(68%) are for personal service staff – care assistants. 

Skills gaps are at an above-average level – 18% against an all-economy average of 15%. The highest proportion of these (48%) is amongst care assistants but 17% are amongst elementary staff.

The sector has high proportions of establishments with business plans and training plans. More staff received both on-the-job training and off-the-job training than average.

Despite high training inputs – partially driven by regulation – the sector continues

to struggle to maintain its care assistant staffing levels. The problem is more

frequently one of recruitment difficulty rather than of skill shortage specifically.

Wage levels, unsocial hours, and the nature of the work are implicated. 

Given the various cost and pricing pressures in the sector, it is not obvious how the sector can stabilise its workforce in the short term. However, it may be that, in the

longer-term, continuing rationalisation of the industry into larger chains may produce the economies of scale and the professional human resource management which will allow a more stable workforce to develop.

The main skills shortages and skills gaps identified in the national Social Care Workforce Development Strategy are as follows. 

Skill shortages & recruitment difficulties:

· occupational therapists

· part-time frontline staff in several areas

· qualified social workers to fill key posts in services for children, young people and families

· social workers involved in mental health services

· managers at all levels

· people to work with drug and other substance mis-users

· foster carers to work with older and more vulnerable children and young people.

Skill gaps among existing staff:

· leadership, planning and management of user-focused services

· leadership and management at all levels

· information management and IT user skills

· managing violent and challenging behaviours

· partnership working to underpin joint or joined-up services

· handling increasing dependency levels within a ‘promoting independence’ culture

· assessment, verification and mentoring skills.

The Skills for Care, South West Action Plan a range of activities including:

· Providing improved information about the social care workforce

· Identification of the future workforce, through New Types of Worker pilots

· Development of Recruitment and Retention strategies, including developing 14-19 Specialised Diplomas and web-based products to improve employers and young peoples awarness of job roles, qualifications and other issues relating to work in the sector

· Driving take up of apprenticeships within the sector

· Promoting the image and status of the social care sector

· Work with employer to improve retention in the sector

· Development and implementation of a Leadership and Management Strategy for the sector

· Engaging with Train to Gain to ensure the sector is well represented.

Sources

The State of the Social Care Workforce, Skills for Care, 2004

Social Care Sector Workforce Development Strategy 2005-2010, consultation draft, 2005. 

Skills for Care South West Region Business Plan, v.1. Presented at Skills for Care South West Regional Committee, 11th January 2007. 

The National Employer Skills Survey 2005 for the South West of England, SLIM, October 2006 

It should be noted that Skills for Care, which has provided most of the material to inform this report, covers the social care workforce, not the childcare workforce. This section will therefore need updating once SSA Stage 1 and 2 documents are released for the sector as a whole in April 2007. 

Skills for Health

Many of the drivers of the Skills for Health agenda are similar to those in other sectors: changing demographics, in the workforce and patient populations; the development of new medical technologies; and changing market demands, arising from public and political expectations. However, an additional focus is the emphasis on workforce transformation as a key component of an effective response to health policy. The development of policies around patient choice, the growing focus on public health, personalised and responsive services, the elimination of waiting, alongside management factors such as changing of financial regimes, are all driving changes in the demand for skills within the sector. 

The health sector employs approximately 2 million people, three quarters of whom are women. 

Although the health sector workforce is generally highly qualified, it is concentrated at both the top and bottom ends of the skills and qualifications continuum. Employment in the sector is growing rapidly, but growth is concentrated at the top end of the continuum. The number of managers and senior officials increased by 15% from 2001 to 2004, professionals, associate professionals and technical occupations increased by 14%, compared to overall employment growth of 8%. 

Although in the South West they are slightly lower than the average for all sector, Skills for Health expresses considerable concern about skills gaps, particularly in ICT, leadership and management, communication skills, customer handling and problem solving. The tendency is for skills gaps to be most common in those skills that are central to the performance of the job, e.g. for manager to lack management skills, was also seen. The highest proportion of vacancies in the South West is for associate professional jobs (nurses and other technical health occupations) (35% against all-economy average of 16%) and for admin and clerical staff (23% against an average of 12%). However, four out of ten (39%) of hard-to-fill vacancies and 35% of skill shortage vacancies are for personal service staff – lower grade nursing and care staff.
Employers feel that there is considerable flux in employment within the sector, with shifting roles leading to new skills requirements. Increasing employees’ abilities to multi-task is seen as a high priority, alongside up-skilling clinical staff to perform new or revised functions.

Looking to the future, the sector expects demand for labour to continue to increase, particularly for the highly qualified components of the workforce. Delivering patient-centred approaches will be an increasing challenge, as the needs of an ageing population have to be met and as patients become more aware of their rights and options. Traditional roles, such those of nurses and health care assistants, are expected to change in response to demands for improved and increasingly flexible health service delivery. Technological advances will need to be accompanied by improvements in capacity to apply new methods effectively and cost-effectively.

Skills for Health notes that the older than average age profile of its workforce is will lead to high levels of replacement demand, alongside the forecast expansion demand. To avoid skills shortages and recruitment difficulties the sector needs to make better use of existing workforce, improving flexibility in career and professional development pathways for employees, 38% of whom work part-time. 

The research argues that it will no longer be adequate to rely on the human resource management methods traditional to the sector and that changes will need to be in the areas of:

· Effective recruitment, induction and supportive management 

· Change management 

· Effective use of IT 

· Managing temporary staffing costs 

· Promoting staff health and reducing sickness and absence 

· Job and service re-design 

· Appraisal policy development and implementation 

· Staff involvement, partnership working and good employee relations 

· Championing good people management practices 

· Effective training and development.
The focus is on recruiting, retaining and developing staff, particularly those at the ‘lower’ end of the skills spectrum who are needed to fill the growing number of more highly skilled jobs, through developing varied and innovative career pathways, introducing pay reform, and improving dialogue between employers and providers of education and training. Developing more flexible, modular and widely accessible skills provision, including ICT supported approaches, improving links between vocational, academic and professional qualifications and putting a greater emphasis on work-based learning and assessment are all viewed as central to this strategy. Although relatively few people in the sector currently hold vocational NVQs, increasing demand for vocational qualifications below degree level is seen as key to enabling employees to acquire the skills to match new and changing roles. 

As well as specialist, occupationally specific skills, the sector recognizes a need to increase the demand for IT, English language, generic employability and basic skills.      
Higher education provision, which is generally felt to be widely available, relevant and effective, will continue to be vital. However, it is gaining employer involvement in the design, delivery, accreditation of FE and work based learning that is the main focus of concern for immediate work, alongside the partnership working with awarding bodies, delivery and funding agencies which is required to make this happen.

From this analysis the sector derives six strategic objectives, which are to:

1. Progress the development of a UK-wide system of nationally recognised competences.

2. Establish modern and consistent qualification and quality assurance frameworks and assessments.

3. Develop common UK workforce data systems and information.

4. Promote innovative skills development solutions.

5. Develop mechanisms to strengthen employer commitment and engagement with the skills agenda.

6. Strengthen partnership working.
Sources:
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Skills for Logistics

Skills for Logistics is a 2nd Tranche SSC Sector Skill councils (SSC’s) covering freight transport by road and air, cargo handling, storage and warehousing, courier and national post activities. 

In the South West the logistics industrial sector directly employs around 70,000 people or 3% of the regional workforce, mainly in freight transport by road and national post activities. A further 60,000 people are however employed in logistics related occupations within companies in other sectors (e.g. driving & warehousing for retailers). 

The industry is made up by a large number of small or medium sized firms in road freight and distribution and a much smaller but influential number of large firms that typically deploy a variety of modes including air, rail and inland or coastal shipping. 

Although many national logistics operations are strategically located in the midlands, there is a spread of activity across the UK. In the South West, the planned expansion of logistics activity at Avonmouth Docks and Bristol Airport, alongside recent investment in distribution activity in Gloucester and Swindon are significant. 

Although total employment in logistics is predicted to be static or decline over the next 10 years, Skills for Logistics cite an anticipated requirement to replace 14,000 workers in the industry over a 10 year period, due largely to an ageing driver population, of whom 46% are aged 45 or over. 

The workforce is dominated by elementary occupations and process, plant and machine operatives, which includes Large Goods Vehicle (LGV) drivers. Together these occupations account for 65% of the logistics workforce, compared to 19% for all South West industries. 

This occupational breakdown is reflected in the qualifications profile of the sector which has many more people whose highest qualification is below Level 2 (51% in the South West) than the South West economy as whole (26%). 

There are concerns that the sector presents a poor image, especially to young potential entrants; is male dominated and is one in which ethnic minorities are under-represented. 

Key drivers of changes within the industry include:

· Consumer trends, such as the growth of internet shopping, home deliveries from supermarkets 

· Customer expectations, leading to a broadening of the driver’s role, and a need for additional training. The John Lewis Partnership, for example, now not only deliver a new washing machine but may install it, check all functions and demonstrate its use.
· Technological change, for example in stock control or the use of radio frequency identification and global positioning systems (GPS) to track the location of goods, vehicles and personnel and as an aid to navigation.  

· Automation, for example in warehousing operations, which can accelerate and improve the reliability of ‘picking’ and order assembly; 

· Vehicle developments, which are improving fuel efficiency, comfort, manoeuvrability and reducing the need for high levels of stamina and strength among drivers, thereby increasing the potential pool of labour. 

· Globalisation and European enlargement, leading to changes in distribution patterns, inter-cultural consortia working with complex supply chains and language skills. 

· High levels of regulation, due to the potentially dangerous nature of the industry. 

The European Union Driver Training Directive in 2003, for example, requires professional drivers of goods vehicles to undertake initial and periodic structured ongoing training in: Road safety, Dealing with emergency situations; Better driving technique to reduce fuel consumption; Health and safety; Prevention of trafficking of illegal immigrants; Assessment and prevention of physical risk; Information about the social environment; Information about the economic environment

Skills for Logistics is concerned that the level of regulation in the sector is such that companies can become used to thinking of training to ensure compliance as not only a vital part of safeguarding the business from risk, but almost the only type of training that really matters.

Recruitment of young people can also be difficult, due to the need to be 21 to obtain an LGV. The sector’s Young Drivers Scheme has been developed to help companies recruit trainees from the 16 – 21 age group, offering the chance to gain an LGV category ‘C’ licence at 18, (rather than 21), if entrants follow formal training and assessment until the age of 21. This however is an expensive option, as also is obtaining insurance cover under the age of 25.

Vacancy levels in the logistics sector are in line or slightly below the regional average. Vacancies can be slightly harder to fill than average, although this is slightly less frequently a product of skills shortages than other factors, such as low numbers of applicants, resulting from perceptions around pay, long hours, shift patterns, stress factors and so on. 

70% of hard-to-fill vacancies in the South West are identified as being for Machine Operatives, a group dominated by Large Goods Vehicle drivers. This shortage of LGV drivers is clearly seen by many in the industry as their most immediate priority in terms of skill needs, although it is not picked out in the rubric of priorities for the sector, due to it being somewhat specific sub-sectoral issue, and a statutory employer responsibility.

Levels of public sector training tend to be low and focused on lower level qualifications, such as courses linked to manual handling operations. NVQ delivery and levels of apprenticeship take up are extremely low, due in part age limitations within the industry reducing the number of employees in the core LSC entitlement group. An extension of apprenticeships to age 24 could help address this. FE provision tends to be focused on warehouse craft occupations, due to lack of facilities or expertise to deliver driving craft occupations. 

Skills for Logistics argue that the market in skills training and education is not working effectively for the benefit of the logistics industry at present. There is a need for a shift in focus in the sector, from training borne of requirements towards an ethos of CPD. 
On the basis of the Stage 1 (Skills Needs Assessment) and Stage 2 (Review of Provision) analyses, Skills for Logistics identifies the following major skills gaps.  

Management skills gap -  There is a need for a general improvement in the extent and intensity of management training in the sector, particularly among SMEs. Particular issues that need to be addressed are: limited and inconsistent progression opportunities for people from operatives into management; limited success in attracting graduates into logistics; skills gaps among junior and middle managers. 

Too often, when graduates or existing employees become junior managers they are then given generic 'management training' which addresses the core skills but neglects the craft skills associated with managing a logistics operation.

Without leadership from the top, there is little chance that lower level and more specific skills needs can be identified and met. 

Basic skills gap -  The sector identifies inadequate literacy and numeracy skills as a latent problem in the sector, resulting in lost orders, poor routing and customer care, which needs to be ‘surfaced and acted upon’. Language skills for migrant workers is also mentioned. 

The image of the industry – The sector presents a poor image, especially to young potential entrants resulting in an inadequate pool of the right type of applicants to logistics jobs.

The unrepresentative labour force -  The sector is predominantly “white male over 45” which makes it unattractive to women, the young and those from ethnic groups.

Quality of training supply -  Training supply is both inconsistent across the UK and often geared to whatever fits with current public funding initiatives, not what is relevant to employers and their business growth. 

Limitations of current external training provision  - A large number of small companies offer training services to industry. Much of this training is of short duration tailored the acquisition of vehicle licenses and to employers’ needs for compliance with legislation and regulations. Provision is flexible but compliance-driven, and its contribution to productivity improvement is a secondary consideration for most users. More balanced programmes addressing both craft and core or behavioural skills such as customer service, communications and interpersonal skills will result in improved performance by the operatives and will also prepare those that want to move into management and close the gap. 

The SSC is developing a Professional Development Stairway to idenfity the mix of core and craft skills necessary at every level in a logistics career. At every level in The Stairway the appropriate mix of core & craft skills focus will be reflected in both qualifications and programmes. 

Lack of understanding of the business case for training - Many firms are ambivalent about the need training and skill development beyond obtaining basic qualifications that are statutorily required to conduct haulage business. Too many employers rely on agency staff or ‘poaching’ from other firms, regardless of the cost of such solutions, both for individual firms and collectively across the industry. Staff are infrequently developed to realise their full potential which means that productivity and profitability are not maximised.
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Skillsmart Retail

Skillsmart Retail have yet to produce their Sector Skills Agreement and regional analysis of priorities for the sector. However, the South West National Employer Skills Survey provides a regional picture while Skillsmart Retail’s ‘Market Assessment’ and other research provides a good general picture of the issues at national level. These are unlikely to be radically different in the South West. 

The retail sector in the South West has a slightly higher rate of vacancies (18%) than the average (17%). However, the proportion of vacancies that are hard-to-fill (30%) is slightly below the average rate (31%) and skill shortage vacancies as a proportion of all vacancies (13%) are also below the average rate (18%). 

Very high proportions of vacancies are for sales and customer service jobs (73% against all-economy average of 16%). Nearly 6 out of 10 (58%) of hard-to-fill vacancies are for sales and customer service staff as are 54% of skill shortage vacancies. 

Skills gaps are at an above-average level – 21% against an average of 15%. The highest proportion of these (68%) is amongst sales and customer service staff but 12% are amongst managers.

The sector also has below average proportions of establishments with business plans, training plans, and training budgets. 

Skillsmart Retail’s Market Assessment points to strong future employment demand, particularly replacement demand. It considers demographic trends which, when combined with the generally youthful age profile of the employee cohort, leads to concerns around:

· improving the image of employment in the sector 

· recruitment of older / non-traditional workers

· reduction of turnover and turnover costs

· development of career paths and opportunities for progression within the sector. 

The sector identifies a need for quality ’mass scale’ skills development in:

· Customer services

· Basic skills

· IT

· Management and Leadership

While customer service and basic skills map fairly directly onto LSC areas of responsibility, there is considerable diversity in the IT and Management & Leadership requirements of employers. 

The Market Assessment points to the increasing sophistication of point of sales technology and growth of specialist equipment and functions associated with the management and application of on-line retailing, loyalty cards, automated stock control and so on. While the nature and level of the IT skill required will vary considerably, influenced by factors such as employer size, product and market positioning, IT skills are now considered a ‘core retail competence’, along with money management, dealing with security and crime, sales and health and safety. Visual merchandising and property management are identified as slightly more specialised core retail competences. 

The Market Assessment expresses concern about the extent to which these competences are developed within existing publicly funded retail provision, citing ALI as reporting that 80% of trainees on retail and customer services courses received unsatisfactory training
. It argues that ‘bureaucratic’ and ‘inflexible’ publicly funded retail provision, particularly apprenticeships, has resulted in modest take up and has compounded a tendency for employers to rely on informal or in-house staff development programmes. The volume of provision is also thought not to reflect the scale of employment within the sector. Developing Foundation degrees with Consortium of Retail Universities as means of developing opportunities for career progression in industry is a priority.

Management and leadership needs exist at all levels, from corner shop to large stores. For larger employers, people management and supervisory skills are a priority along with strategic management skills on international sourcing and sales for example. 

The assessment identifies a need to develop intelligence that allows employers in the sector to benchmark performance against others to aid management decision-making, particularly with regards to people development. It also suggests a need for  innovative intelligence on competing with the regional / national / international market place. 

Start-ups and small retailers, who have to ‘do it all themselves’, are identified as needing entrepreneurship and a broader programme of practical support, covering book-keeping, recruitment, marketing, branding, security, IT and health and safety. 

Sources:
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Skills for Justice

Skills for Justice covers employees working in 5 ‘strands’ within the sector: Community Justice, the Court Services, Custodial Care, Policing and Law Enforcement, and the Prosecution Services. It is a Tranche 3 SSC shortly due to release its Stage 1 Skills Assessment and Stage 2 Review of Provision. 

In 2005 Skills for Justice ran Skills Foresight focus groups in all the English Regions including the South West. The national Foresight Report and report from the South West focus group forms the basis for the review of skills priorities set out below.

Management and Leadership
Management and Leadership was identified as a skills gap affecting all strands of the Justice sector. 

The area of management and leadership most frequently identified as a skills gap was first line/supervisory management, although a number of other skills were also commonly identified as lacking, including: coaching and mentoring skills; communication/listening skills and budget management. As one member of the foresight panel put it ‘Managers have been recruited on the basis of technical knowledge and longevity, not management skills’. Although there are benefits to experienced practitioners moving into management and leadership roles, there is not always sufficient CPD once they get there. 

Foresight panel participants saw the SSC for having a role in improving the availability of management and leadership training, through activities such as: 

• Providing external accreditation of training

• Brokering opportunities for external coaching

• Providing a point of reference for best practice 

• Helping with funding issues

• Developing management programmes for the sector

• Promote the use of generic / transferable management and leadership standards 


Performance Management


Performance Management, i.e. reviewing / assessing staff performance and 
providing feedback, was a specific management skill identified missing and a 
focus for Skills for Justice. The Strategic group felt that Performance 
Management should include setting and managing performance for the d
elivery of targets.   


Pace of change/managing change


The rapid pace of institutional and legislative change is setting challenges for 
the sector, for example around the development of the National and Regional 
Offender Management Services. Change management skills were identified 
as being vital for the sector, although there is a recognition that change 
management requires a range of skills, including as: Project management 
skills; Training skills; People Management; Communications skills; Financial 
Management skills; IT skills etc


Risk Management


Risk Management skills are required both at organisational level and by 
individual practitioners who are required to undertake risk assessment as part 
of their job. 

Multi-agency/partnership working

Justice agencies are increasingly being required to work collaboratively and with other public sector agencies (e.g. local authorities). Senior managers increasingly need to negotiate and monitor such arrangements, and operational staff must work effectively with workers in other agencies. This is requiring staff to develop an improved understanding of their own and other organisations’ priorities, values, operating  and legislative environments. A range of general management skills (communication / leadership) and specific skills are increasingly required to support: the identification and setting of shared objectives; establishing terms of reference for joint work; agreeing work plans, responsibilities, reporting mechanisms; monitoring arrangements etc. 

The National Offender Management Service (NOMS)

The introduction of NOMS was identified as a driver by many of the focus groups. Under NOMS offenders will be allocated an offender manager who will draw in services from a multi-agency partnership (see above). Front line staff will need an understanding how the whole offender management process works while managers, who may be bidding to provide their organisation’s services will need more commercial skills, such as capacity to cost and commission services. 

Contestability, procurement and contracting

The concept of contestability cuts across the sector, well beyond NOMs. The sector sees a range of more commercial skills and knowledge as being required for an effective response, including:

• Developing specifications for the services, costing contracts and securing resources 

• Interpreting specifications

• Costing provision 

• Tendering 

• Contract compliance. 

Legislation

People working in the sector are required to keep up-to-date with the changes in legislation. These changes can result in changes to existing roles and working practices and also in new roles being created, all of which create training and development needs. The growth of partnership working is increasingly requiring employees to develop their awareness of legislation impacting on colleagues in other agencies.

Information Technology

There were two main areas of concern: individuals’ IT skills and the increasing need for IT systems in different organisation to ‘talk to each other’. 

IT skills within the sector are considered poor, with factors such as slow keyboard skills being a drag on productivity. There is no core IT competency measurement in the sector while IT skills are increasingly required to work with the new offender management system IT system or by beat officers who are making increasing use of Blackberries and portable devices. 

It is suggested that Skills for Justice should play a role in mapping the IT requirements of the sector and in developing a training needs analysis guide for different occupations.
Recruitment, retention and development of staff

A range of drivers were identified around the recruitment, retention and development of staff.

· The availability and quality of recruits


The availability and quality of recruits was described as a particular problem 
for Probation and Customs. It was felt that some parts of the sector suffered 
from negative perceptions as a place to work. There were also concerns 
about the extent to which new recruits had adequate life skills and experience 
when entering customs or custodial services. 

· Staff retention (and the availability of promotion opportunities)


Staff retention is hampered by a lack of promotion opportunities and 
progression routes other than into management, which is not always the 
desired outcome of those joining the sector. However there are signs of 
specialist occupations developing in some parts of the sector, which may 
open up new career routes. A focus for Skills for Justice is to work to define 
the skillsets and pathways into such careers. 

· Ageing working population

· The need for multi-level entry to the sector


In the future there will be multi-level entry into the main parts of the sector. 
Nationally recognised qualifications and Professional Registers will result in 
more staff moving from one part of the sector to another. People with 
qualifications who lack experience in a particular role or function will require 
rapid up skilling. There is concern that little or no Training Needs Analysis is 
done on entry to jobs in the sector, which can result in ill-defined development 
needs and poor performance.

· The level of basic skills in new recruits and existing staff


Lack of basic skills was identified as a problem, particularly for prisons, 
customs, probation, and to a lesser extent police. This was driven by an 
increasing requirement to write reports, complete key documentation and 
operate IT. Basic skills screening and provision is seen as inadequate. 

Other priorities identified by the South West Foresight group were: 

Training Needs Analysis and Training Evaluation

Improving capacity to identify training needs and assess the effectiveness of provision.

The availability of qualified trainers and assessors

The availability of qualified assessors was noted as particularly affecting police and probation.

Reduced Funding

There are concerns about the pressure to reduce costs and to out-source could affect levels of training and quality of provision. The group felt Skills for Justice had a role in keeping the skills agenda in the minds of strategic decision makers and those responsible for funding the sector.

Sources:
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Asset Skills

Asset Skills is the Sector Skills Council for the following industries:

· Property

· Facilities Management

· Housing

· Cleaning 


The sector covers private, public, voluntary sector and not-for-profit organisations representing a wide range of activities and businesses ranging from small organisations including residential and registered social landlords, tenants through to the very large private and public sector organisations such as Rentokil Initial. It includes all businesses and people involved in the maintenance and development of the built environment including some surveyors; property managers; estate agents; caretakers; facilities management professionals; cleaners; town planners; letting agents and local authorities and social housing managers.

Asset Skills highlights a role in creating best practice and benchmarking opportunities as well as driving regular recruitment campaigns by promoting the sector as a positive working environment, for this is a sector that is facing very particular challenges. Often low margins and short contracts mean that training and development is not always readily available. The challenge for Asset Skills is to raise awareness of the practical use of HRM strategies in improving business performance so that new opportunities opened up by competition for international contracts, and large-scale contracts funded with public money can be taken advantage of. These changes in the business environment suit larger and more efficient organisations, with strong leadership, high quality management skills, a highly trained workforce and a focus on the customer. This requires the sector to develop a broad spectrum of skills across all sub-sectors. 

For the South West this is a highly significant sector – although not the most glamorous, it provides important support services to other businesses in the region.

Employment

The sector has 1.4 million employees, many of whom work in the public sector. Approximately 56% of these people are employed in Property and Housing and about 38% in Industrial Cleaning. The remaining 7% are employed in the Facilities Management industry.  This sector has sub-sectors with quite disparate profiles. The Asset Skills sector in the South West region employs about 59,500 people.

About 61% of the workforce is employed in Property and Housing and about 34% in

Industrial Cleaning. 5% are employed in the Facilities Management industry. 

About 82% of all occupations within the Cleaning industry in the UK are elementary occupations, 52% of jobs are part-time and 54% of the workforce is female. The workforce also has a slightly younger age profile than the Asset Skills sector as a whole. This contrasts with Property Services and Housing where 68% of the workforce are in managerial, associate professional or administrative jobs, 75% are full time and 52% female. 

About 85% of all occupations within the Cleaning industry in the South West are elementary occupations (about 17,300 jobs). 80% of cleaners are female and 75% work part-time. As for the UK as a whole, this is in stark contrast to Property Services and Facilities Management where the majority are in managerial, associate professional or administrative jobs.

A challenge for training providers in the South West is the sector’s 26% immigrant workforce, many of whom will not have English as their first language. It is also of concern that a large percentage are in low-paid unskilled employment, possibly unable to transfer skills obtained in the country they have left.

By contrast, the UK workforce has a relatively high percentage of managerial (25%), associate professional and technical (22%) and administrative (21%) occupations, which account for about 239,000 jobs, or 68% of the workforce. 75% of all jobs in the industry are full-time and 52% of the workforce is female. The age profile of the workforce is similar to the Asset Skills sector as a whole. Again, Facilities Management is dominated by managerial and administrative occupations (totalling 68% of the whole), but here the majority of the workforce are male (55%) and only one in five jobs is part-time.

Asset Skills has placed a higher priority on the need to target skill development activities within the Cleaning and Facilities Management industries. This is largely because the particular skill development needs for each of these industries are considered to far outweigh those that relate to the property and more particularly Housing industries, where 91% of employees stated they had undertaken training within the previous twelve months. In the Cleaning industry this figure falls to a mere 35%.

Profile of the sector

This is primarily a small business sector - 93% of all Asset Skills workplaces employ between 1-10 people, approximately 10 percentage points higher than the average across all sectors in Great Britain. Only the Cleaning industry mirrors the size structure of firms across all sectors. There is a similar structure present in the South West region.

The number of workplaces within the Asset Skills sector has been growing steadily

and figures show in excess of 132,000 workplaces within Great Britain. Again the 32% overall growth between 1998 and 2004 hides significant disparities in sub-sector performance. Property Services and Housing experienced a growth of 51% compared to a reduction of 10% in the number of cleaning workplaces over than period. Just 21% of workplaces across Asset are now in the Cleaning Sub-sector.  

Analysis of Gross value Added (GVA) underlines the importance of disaggregating

different Asset Skills activities in order to understand the very different dynamics of

wealth creation, and differential performance occurring within the Asset Skills

footprint. For example, the GVA per employee in Property Services and Housing is

over three times that for employees within the Cleaning industry.

The analysis undertaken also indicates that the Asset Skills sector is underperforming in the South West. The average GVA per employee for Asset Skills’ footprint in the South West was about £28,000 in 2003, significantly lower than both the UK Asset Skills average (£33,987) and the South West all sector average (£30,323).

Factors driving the demand for skills

Although there are distinct differences between sub-sectors, there are challenges that face them all.

· Strong competition and relatively low profit margins. In a global market UK companies are finding it increasingly difficult to compete on price alone and attention is therefore being given to different ways of ‘adding value’ to the business through the development of niche markets, the adoption of recognised standards and improvements to the quality of service. These developments encourage upskilling and improve the competitive position of the sector.

· The sector is predominantly driven by customer service, but the customer base is becoming more fragmented and the supply of a ‘one size fits all’ service increasingly irrelevant to the needs of individual customers.

· Increasing burden of government legislation and regulation, which also drives the need for new skills within the sector.

Current skill needs

The skill set required of employees in the sector is undoubtedly increasing. Dealing

with these drivers of business competitiveness has increased the demand for strategic leadership and seen a rise in the demand for managerial skills across a

range of occupations in the sector. Technology has been becoming more ubiquitous

across the sector and basic IT skills have also become a prerequisite for a broad

range of occupations. The development of ICT capabilities in most aspects of

business activity is a means by which companies can become more competitive, but

these developments in turn also create further demand for higher-level technology

skills.

The Cleaning industry is the area of greatest concern for this sector. 84% of workers are only qualified to Level 2 or below. This figure skews figures for the sector as a whole – 20% of the workforce has no qualifications at all (mainly roadsweepers, cleaners, and caretakers) compared to just 1% across all UK sectors. In the South West region this figure rises to an extraordinary 42% (approximately 8000 employees.)This sub- sector has a poor image – low pay, poor terms and conditions of employment and in extreme cases, exploitation of vulnerable workers. Asset highlights the reality of a sector highly polarised, with a number of highly qualified staff at one end (largely in Housing and Facilities Management) and a relatively high proportion of poorly qualified at the other. 

Analysis from the 2005 National Employers Skills Survey indicates that about 17% of

all establishments in the Asset Skills sector within England face vacancies (some

20,700 vacant jobs), a similar proportion of vacancies to the economy as a whole in

England. About 6% of Asset Skills’ establishments report hard to fill vacancies (6,700) and 4% of establishments face skills shortage vacancies. The figures for the South West region are almost identical.

Taking the UK as a whole, it appears that skill shortage vacancies are much less of

an issue than hard to fill vacancies. In England, Asset Skills has one of the lowest

incidences of skill shortage vacancies of all Sector Skill Councils (about 3.6%).

The general conclusion that can be drawn is that non-skill factors (such as pay,

conditions, image of the sector etc.) are particularly important within Asset Skills as

factors contributing to hard to fill vacancies. In the South West region the picture is very much the same.

There are very real recruitment difficulties for elementary cleaning jobs which face serious competition from supermarkets, low pay, and anti social hours. There are also exceptionally low retention rates – often turnover is 50-100% and average stay of 6 – 11 weeks (less of a problem in the public sector)

Skills gaps

Within the Asset Skills sector in England, 11% of employers report skills gaps,

accounting for 5% of all staff. The figure is again the same in the South West but is less than the overall figure for all sectors of the South West economy (15%).

Based on the National Employer Survey 2005 for England, the main occupation

where skills gaps occur within the Asset Skills sector is within elementary

occupations (33%). This is a major challenge facing Asset Skills, particularly when

compared to the all sector average for England, where only 20% of staff with skill

gaps are within elementary occupations. 

Common skill gaps emerging across different areas are:

· customer handling,

· communication

· problem solving.

Skill gaps are most likely to occur in the specific occupations of:

· residential wardens

· elementary cleaning occupations

· general office assistants/clerks

An important goal must be to improve basic skills and reduce the proportion of people working within the sector that do not have any qualifications. In this regard there appear to be considerable merit in targeting the Cleaning industry. 

Future skill needs

Available projections do point to very significant differences between

particular Asset Skills activities. These are especially marked between the activities relating to property services, which taken together are expected to experience significant net employment growth (average annual growth rates over the period 2004 to 2014 of 3%) and Industrial Cleaning activities, expected to experience a significant net decline over the next decade (average annual growth rates over the period 2004 to 2014 of -2%).

There are specific issues for the workforce within specific areas of the sector:

· Although planning is high on the Government agenda, there is a severe shortage of town planners – 66% of local authorities experiencing recruitment difficulties. 

· Surveyors are an aging workforce with the average age being 53 and mostly male major implications for broadening entry routes to enhance recruitment 

· The rapid expansion of the Facilities Management sector means recruitment has not kept pace with demand. Career pathways and related qualification framework (including cleaning) currently under development – ready by April 2007

Sector priorities

· Customer service training for the sector as a whole

· Qualification frameworks that reflect the workplace

· Delivering functional ICT skills to the sector as a whole

· The delivery of management upskilling throughout the sector

· Delivering Adult Literacy, Language and Numeracy in the Workplace

· Delivering pathways to learning for those most disadvantaged in the workforce

· Raising the profile of the sector

· Addressing workforce retention issues

This is a sector experiencing many challenges, not least the bringing together of seemingly diverse occupations. Asset Skills have submitted two National Skills Academy (NSA) bids to date but both were unsuccessful. The feedback received was that the bid was too broad and therefore Asset Skills have been advised to separate the industry base into Cleaning/Facilities Management and/or Housing/Property. 

Sources:

Asset Skills Needs Assessment for the UK

Asset Skills Needs Assessment for the South West

SW Region Sector Summary Asset Skills – LSC

Sector Skills Balance Sheet - SLIM

Cogent Skills

The Cogent Skills Sector covers energy resources and chemical industries which produce fuel, heating, plastics, paints, synthetics, fibres and other supplies essential to the functioning of the UK economy.  The sector contributes a total of £46.69bn to UK Gross Value Added (GVA ) and employs almost half a million people across the country. Currently, the sector faces significant challenges from both globalization and the increased public demand for safer and cleaner products.  The sustainable development agenda is also causing difficulties for the sector, with some employers finding it hard to adapt. 

Sector Profile

The Cogent Skills Sector is quite varied and incorporates the following sub-sector areas: 

· Oil & Gas Extraction

· Chemicals Manufacturing

· Petroleum

· Polymers

· Nuclear Energy

The make-up of these sub-sectors in the South West is very different, with nuclear energy being dominated by a small handful of very large employers while the other sub-sectors include a high number of SMEs. Of Cogent sector businesses in the South West, 73% employ 10 people or less, and only 2% employ more than 200. This proportion of smaller businesses is much higher than the national average. Partly as a result of the profusion of SMESs the region also accounts for 9% of total UK employers in the sector.

There are a number of major Cogent sector facilities in the South West, including the nuclear plants at Oldbury, Hinkley Point and Berkley and the chemical industry cluster at Avonmouth. Major regional employers include Astra Zeneca, the British Nuclear Group and Avon Rubber. 

That said, the sector as a whole accounts for only 1.3% of total employment in the region, and as such is considerably smaller than many other regional industries. Within the Cogent sector, the South West accounts for 7% of UK employment, as opposed to the regional contribution of 9% of employment across the economy as a whole. 

Cogent sector employment in the South West has also been declining and is expected to decrease steadily in future. It is estimated that the sector will shed around 4000 employees over the next decade. Many of the jobs that remain will shift into part-time contract modalities. 

As the workforce shrinks, its occupational make-up is also likely to change. The sector skills council estimates that management positions will soon make up 17% of employment in South West Cogent industries, up from 14% today. There will be a corresponding decline in the number of operational roles, which will fall from 17% of employment to 11% over the next ten years.  

Current Skills Issues

The Cogent Skills Sector is highly productive and currently generates one of the strongest rates of GVA per employee of any of the skills sectors. Across the UK, the GVA per employee is as high as 85.5, compared to an economy-wide average of 30.2.

Within the South West, the sector also has a higher than average percentage of employees with qualifications at Level 3 and above. Across the region 55% of employees are qualified at Level 3, as compared to 52% in the sector nationally.  The Cogent sector also outperforms most other industry sectors in the level of staff qualifications. 

That said, the sector is experiencing skills gaps that are greater than the average for other sectors across the UK.  Around 60% of employers stated that they are having difficulties attracting suitably qualified staff. Across the UK as a whole, there are believed to be 38,000 employees in the sector who have significant skills gaps. Of these 41% are in Process and Plant Operative positions, which may be regarded as the backbone of the sector. Similarly, in almost half of all skills shortage vacancies the skills that applicants lacked were of a technical or practical nature. That said, this may become less of a problem as the proportion of operative jobs within the sector declines. 

Employers with skills shortage vacancies also mentioned a lack of problem solving, management, communication, and team working skills amongst applicants. It is notable however that the South West currently has a low proportion of vacancies driven by skills shortage, with only 14% of vacancies existing on this basis. 

Unfortunately existing problems are being exacerbated by the fact that the current provision of training in the sector has failed to take account of new roles that are emerging within Cogent industries. Employers also indicate that they lack effective incentives to share skills both amongst themselves and with partners from other sectors.

Furthermore, sector employees face a significant barrier to entry in the form of high level standards-based training. This is essential for the industry to meet regulatory demands and is a difficult issue for the sector to address. The nature of Cogent sector work, often focused on dangerous tasks in hazardous environments, means that regulation needs to be rigorous.  

These barriers to entry may be associated with some of the difficulties that the sector faces in recruiting younger staff. The sector skills council notes that the Government’s policy of encouraging young people to attend university has led to a decline in their interest in apprenticeships and technical training initiatives. Consequently the sector has a smaller base of young people who are interested in ‘technician-type’ employment to draw from. 

The South West however is experiencing less pronounced skills shortages than other regions of the country. Only 5% of employees in the South West are believed to have skills shortages, as opposed to 8% in the UK Cogent sector as a whole.

Cogent industries also face a problem in recruiting and retaining a diverse workforce, with the great majority of employees being White males. Currently 99% of employees are White, while 72% are male, and the sector skills council is keen to enable greater diversity within the sector. The sector is also experiencing a shift towards greater reliance on part-time employees, the proportion of which are expected to increase by 3.2% over the next decade. This may have impacts on skills and training issues. 

Skills Needs by Sub-Sector

The different industries within the Cogent cluster all face quite different skills challenges, many of which are unique to them. These are summarized as follows:

Chemical Industry. This cluster has particular needs relating to vocational training, and faces a shortage of vocational staff at all levels. These include process and machine operatives, technicians and quality control managers. There is a particular shortage of organic chemists in the sector. 

Nuclear Industry. The nuclear industry suffers from a significant shortage of safety experts and systems engineers. It has also suffered from the general decline in the number of young people pursuing apprenticeships and technical careers. The sector skills council believes that the possible new nuclear building programme may generate more interest however. 

Oil & Gas Industry. Particular skills problems for the oil and gas industry are located at the management and professional level. On the operational side there is a shortage of trained geophysicists, geologists, reservoir engineers and production operators. The industry also suffers contractor problems, as engineering firms have lacked capacity due to a shortage of skilled engineers. The resolution of skills needs for oil and gas firms thus may require action to be taken outside the sector as well as within it. There is particular demand at present as employment within the industry is increasing with all firms of more than 300 staff indicating that they are operating either at or beyond capacity, and 70% of employers mentioning skills deficits as a major impediment.  

Petroleum & Polymers. Employers within the petroleum industry usually operate on the basis of internal promotions and upskilling, but the industry faces stiff competition to retain the most skilled staff. Within the polymer sector, employers indicate the least difficulty with finding appropriately skilled staff, with only 52% regarding it as a problem.  

Training Provision
Across the UK as a whole, the Cogent sector skills council is focusing on skills improvements with a view to improving performance through the following strategies:

· Career Pathways

· Upskilling

· Apprenticeships

· Competence Frameworks

· Industry Passports

The sector skills council is also working on the development of a range of skills academies, notably the Nuclear National Skills Academy (NNSA) and the Process Industries National Skills Academy (PINSA). The NNSA is particularly relevant to the South West as it envisages the possible development of a regional training cluster at Bridgwater College. PINSA is not focused on the region at present.

To date however, the South West has been performing well in terms of Cogent sector training provisions. Within the region, 73% of employers have provided training for their staff over the past year, and have structured this training to cover 91% of their employees. This is a significantly better performance than the national average for the sector.

Sources

Cogent Sector Skills Council – Sector Skills Agreement
National Employers Skill Survey 2005
Sector Skills Balance Sheet, SW SLIM
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Creative & Cultural Skills

The rush to Globalisation and the development of a knowledge-driven economy has created an environment within which the creative and cultural industries have become an intrinsic part of the delivery of value to the rest of the economy.  However, Creative & Cultural Skills, the Sector Skills Council (SSC) for the industry have identified that these industries are ‘constrained by a shortage of people with the appropriate skills, creative culture and service aptitudes to drive them forward’.  High levels of self-employment and a lack of a nurturing structure in medium and large businesses means that a shortage of skilled and talented people could become a significant problem is many areas of the industry.

Sector Profile

The Creative & Cultural Skills Sector is made up of six quite distinct sub-sectors, 

· Advertising

· Crafts

· Cultural Heritage

· Design 

· Music

· The Arts (including Visual, Performing & Literary Arts.

The Sector Skills Council for the industry recognises that the Crafts sub-sector is very difficult to measure and analyse in any comparable or meaningful way – two artisans working in two entirely different discisplines within the ‘craft sector’ will have much more in common with each other than one has with a large scale manufacturer of products in the same area of work. It therefore excludes that sector from it’s baseline analysis. It is proposed to do the same within this paper, unless specific work has been undertaken to interpret the sector within the South West region.

The Creative & Cultural Skills sector as a whole contributes 3.7% of GVA to the UK economy. The greatest contribution to this figure is made by Visual, Performing & Literary Arts (1.4%). GVA per head (representing productivity levels) averages at nearly £35,000. However, GVA per head varies considerably between sub-sectors, with Cultural Heritage earning just £17,630 compared to Advertising at £54, 820. 

This is a sector dominated by small business. 85% of businesses employ fewer than 5 people, and approximately 50% of all businesses have a turnover of less than £100,000.  This dependence on  micro-enterprises results in a relative lack of generic business skills critical to development and growth. In the South West 94% of businesses employ less than 10 people. 

The majority of the 542,470 workers across the whole sector are male (61%), white (95%) and relatively young (56% under 40 compared to 51% across all sectors and 25% are under 30). In the SW 62% of the workforce is male but the age-distribution is skewed towards older age-groups

Of the sub-sectors, the smallest is Advertising, with just 4.9% of the total. The greatest number are employed across The Arts (34%) and Design (33%).

There is a considerable difference in the relative importance of this sector across the UK. 31% of the workforce are based in London, compared to just 14% of total UK workforce. In the South West just 8% of the workforce is employed within this sector , but that is still the 4th highest nationally. The SSC considers however that this sector is under-represented in the region. This is a sector with a ‘cool’ image that finds it easy to engage with young people from all backgrounds. It is also an area steeped in cultural significance which should encompass all ethnic backgrounds. The SSC is taking direct steps to address training issues currently inhibiting participation by these groups, further detailed late in this section.

Interpreting Skill Needs 

From a skills development perspective one of the greatest challenges is engagement with the workforce – 41% are self-employed compared to only 12% of the whole UK workforce. This varies across sub-sector. Only 7% are self-employed in Cultural Heritage (much of which is voluntary and public sector employment) compared to 59% in The Arts. In the South West 45% are self-employed (63% are self-employed in The Arts). These small businesses are frequently isolated (not for nothing are the development of ‘creative clusters’ seen as the way forward) and have little access to training opportunities – for physical and economic reasons. 

Formal training being more difficult to deliver, networking is a crucial way for practitioners to stay up-to-date. Self-learning is the most frequent method of gaining skills. This would include reading and on-the-job learning, support from peers and colleagues, from events, conferences and networks.  

This is also a sector making far greater than average use of freelancers – creative content is frequently outsourced to individuals working ‘virtually’, individuals consequently responsible for their own personal skills development. The SSC for the industry highlights how different this situation is from standard business practice where support functions will be outsourced, not the creative content upon which the success of the business depends. This increases the need for the industry to identify opportunities for freelancers (who may have varied portfolios of work) to develop skills in their own career management and offer support in taking advantage of new opportunities, such as public and social contexts for their work. Skills passports for the creative and cultural industries are being created to give people with portfolio careers recognition for their skills and knowledge.  

The creative and cultural sector combines high levels of technical skills, and an emphasis on the soft skills of communication, customer service, teamworking, and networking. Overall, it is a highly qualified sector, with over half (51.9%) of its employees educated to NVQ Level 4, compared to and England All Sector average of 30.6% and only just over 10% are not qualified to Level 2, compared to an overall average of more than 20%, although in the South West this percentage rises to 18%. 

The National Employers Skills Survey 2005 shows that only 9% of employers in this sector report having any skill gaps, compared to an overall figure of 16% across sectors in England, and only 4% of staff are reported as having skill gaps, most frequently in general IT user skills, and in management and leadership. Similarly the industry in general does not experience significant skills shortages, with low levels of vacancies and hard to fill vacancies.

This seeming luxury does have its disadvantages as although employers report an oversupply of qualified graduates into the creative industries the qualification itself does not necessarily prepare the potential employee for the world of work  - new entrants are reported as lacking ‘work awareness skills’ such as working in a team, working to commercial deadlines, handling customers or grasping market potential. Historically there has frequently been a lack of communication between HE/FE and employers, resulting in qualifications that do not address the specific needs of the sector. In this fast-moving, technically advanced area is it vital that employers do not have to incur the additional expense of early re-training. ﻿ Whilst many 
 

institutions enjoy reputations for high quality work, quality assurance against conventional benchmarks may not measure success in terms of meeting learner and employer needs in a highly dynamic and flexible sector. 
 

The recent development of Centres of Vocational Excellence in the learning and skills sector and similar initiatives in higher education have begun to focus more sharply on the sector’s needs. However, there are currently no such Centres in the South West region.

Skills Gaps 

Documents developed by Creative & Cultural Skills are not explicit about the skills gaps in the industry, but these can be deduced from the strategies currently being implemented:

· There is evidence from the SSC of a pressing need to develop skills in backstage technical theatre and live performance, including the live music sector. The sector’s first National Skills Academy will address this weakness. A full Business Plan and feasibility studies are being drafted with the aim of starting to build the Academy in spring 2007. 

· In addition, Creative & Cultural Skills is considering a ‘Creative Apprenticeship’ to offer a non-graduate entry route in to the Creative Industries to have a positive impact on diversity, providing access to a broader demographic mix, including a better representation of women and ethnic minorities. The Creative Apprenticeship programme will allow young people to choose from a number of pathways.  Five specialist pathways of the Creative Apprenticeship under development identify skills needs areas and are planned for implementation in late 2007. 

The prototypes listed below are largely being developed in London and the 
South East.

Music Business Pathway.  


Technical Theatre pathway and Arts Administration pathway


Cultural Venue Administration 


Cross sector-Olympic Apprenticeship


Live events and promotion


Community Arts and Education
Current Training Provision
Young Apprenticeships in Design and Performing Arts have already been running nationally for 2 years.  Achievement has been excellent at 98%. In the SW there is a Young Apprentices in Art & Design in Plymouth. 

Consultation with industry and education partners is currently taking place on the development of 14-19 Specialised Diploma in creative and media to be ready for 2008.  This is being developed in consultation with Skillfast and Skillset SSCs.

Training in the industry in the South West is insignificant in comparison to areas where creative clusters are already well-established. Clearly there is an exciting expansion of training planned nationally by the SSC, so opportunities for the region to support this burgeoning sector will increase significantly. Currently support networks and training provision appear concentrated in Dorset/Wessex and Plymouth.

Sources:

Creative & Cultural Skills (SSC)


The National Skills Academy – Plugging the Gap in Backstage Technical Skills


Footprint 06/07


Creative Apprenticeship


Skills for Creativity Strategic Plan 2005-2010

National Employers Skill Survey 2005

Sector Skills Balance Sheet, SW SLIM
SW Region Sector Summary, Creative & Cultural, LSC

﻿ 

Financial Services Skills

The Financial Services Skills Council (FSSC) was established in 2004 to lead the skills and productivity drive in financial services. Its is the only industry body representing the entire financial services industry, is independent and led by employers.

The diversification of global financial markets has enabled significant growth in the UK financial services sector. The City of London now serves as the world’s most important provider of a wide range of financial services products, and employment in the sector grew by 4.3% in London last year alone. The growth in financial services, while centred on the City, is also having national level impacts and the industry accounts for around a quarter of UK businesses. There are currently 80,000 employees of financial services firms in the South West. 

Across the UK, it is anticipated that 400,000 jobs will be created purely through the replacement rate in financial services firms through to 2014. There is a real need to ensure that the regional skills market is constructed in such a way that the South West is able to capitalize on these job creation opportunities.

Sector Profile

The financial services sector contributes 5.3% of Gross Value Added (GVA) to the UK economy and is an important employer in the South West. It has also continued to grow relatively successfully, especially in comparison to manufacturing and other traditional industries. 

That said, the sector is increasingly concentrated on London and a few other financial centres, and the South West faces a significant challenge in remaining competitive within the sector. Somerset for example, shed more than half of its financial services jobs between 1992 and 2002, with employment in the sector dropping from 4,800 to 2,200. Such a decline may be associated with increased use of technology rendering traditional roles obsolete. 

The Financial Services Skills Sector is wide-ranging and incorporates the following service areas: 

· Brokerage 

· Insurance & Risk Management 

· Fund Management

· Retail Banking & Building Society Services (Mutuals) 

· Investment, Unit Trusts & Actuaries 

· Pensions

· Financial Market Administration

There is a considerable difference in the relative importance of these different sub-sectors across the UK, with most high value added employment centred in London. Within the South West, the most prominent financial services employers are pensions and life insurance firms. 

In total there are 3,512 financial services workplaces in the South West which between them account for 3.6% of total employment in the region. The importance of the sector varies between different areas within the South West, with locations such as Bournemouth and Poole relying on financial services for anywhere between 11% and 23% of local employment.

Current Skills Gaps 

The financial services sector has historically been very successful in attracting skilled workers, offering jobs that are both high-status and highly paid. Skills demand is typically at Level 3 qualification or above. The sector also provides significant employment for administrative and clerical workers, with 44% of financial services employment in secretarial or administrative functions. This proportion is likely to decline however as technological innovation enables firms to conduct some of these functions automatically.

At present, there are significant skills shortages in the financial services sector, with 38% of employers in the South West indicating that they face a major skills gap. Financial services employers identified skills shortages amongst their staff in the following areas:

· Management Skills 48% 

· Technical and Practical Skills 44%

· Sales and Customer Services 34%  

More surprisingly in such a highly skilled sector, interim SSC figures also indicate that 56% of financial services employers report literacy problems amongst their staff. Similar levels of employer dissatisfaction are to be found in relation to staff skills on client management and team building capacity.

Emergent Skills Gaps
These existing skills shortages fail to capture the full extent of the challenge facing the sector however, as future developments are likely to make the skills gap more pressing. There is particular concern that the fast pace of change within financial services is generating new skills needs that are liable to outstrip supply. Changes in the nature and composition of financial services products have impacted skills needs significantly and led to a need for continued up-skilling in new areas and retraining of existing staff.

New areas of learning which have emerged recently include the development of expertise on the EU Financial Services Action Plan (FSAP), with FSAP compliance skills now in great demand. As the Single Market continues to develop, there is likely to be further need for greater specialist skills in many such areas. It is also difficult to predict with any accuracy what these emergent skills needs are likely to be.

A particular challenge is emerging as new product development continues to be an important driver of growth in financial services, creating a need for specific sub-sets of skills. As market forces continue to drive financial services firms into less conventional, more niche products they are increasingly forced to develop their own skills capacity from scratch, though there may well be an enabling role for the public sector to play. 

These demands may not hit the South West to quite the extent that they are likely to do in the City of London. It is probable that London, and other major financial centres such as Edinburgh, will continue to dominate the highest value added fields, where the pace of change is likely to be fastest. That said, the South West may be considered to be ‘downstream’ from London in some senses, and the increased skills demands are likely to feed through eventually. To remain competitive in such an environment the South West will need to provide the right skills mix to continue to attract financial services employers.

Furthermore, if the financial services sector continues to grow at the rate anticipated by the FSSC, it will experience significant shortages in skilled labour, above and beyond those already projected. The replacement rate demand estimate of 400,000 jobs should be replaced with a figure of half a million or more under expected growth projections. This may well presage a major skills shortage.

This problem is particularly severe as a result of the fact that the financial services sector employs a higher than average proportion of workers aged 44 above. This has skills implications insofar as an experienced cohort of skilled workers will be moving towards retirement over the coming decade.

Training Provision
There is some concern amongst financial services employers about the fragmented nature of current qualifications and training systems for sector employees. Employers surveyed had little knowledge of existing apprenticeship of foundation degree schemes relevant to the sector. There was also little understanding of the very broad range of different examinations that can be taken by potential sector employees. The regulatory environment currently provides for 525 different examinations, and employers have made clear that they would like to see some rationalization. 

The FSSC has played a major role in moving towards a rationalization of training and regulatory systems for sector skills. In future training for the financial services sector will be provided through the new National Financial Skills Academy, which was developed in 2006 and will be present in the South West from 2009. The Academy will provide training towards level 2 and 3 qualifications, and will also be involved in the development of the new Business, Administration and Finance Specialised Diploma for 14–19-year-olds from 2009.

The Academy will focus on training towards five areas of importance to the sector, these are as follows:

· New Entrant Training 

· Skills Development 

· Talent Development 

· Innovation 

· Awareness Raising 

Sources

Financial Services Skills Council (FSSC)-  Interim Review
Oxford Economic Forecasting - UK Financial Services: Five years forward
National Employers Skill Survey 2005
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Skillfast UK

The Skillfast-UK Sector Skills Council represents the apparel, footwear and textiles supply chain, from the processing of raw materials to product manufacture to the aftersales servicing of products. The sector is undergoing a process of radical change driven by the globalisation of production and markets, rapidly changing

consumer tastes and an increasing focus on high value products and processes among domestic firms.

It is a large and vibrant sector. Innovative and growing industries such as branded and designer fashion, technical textiles and a variety of craft activities serve to offset the long-term decline of the sector’s traditional industries. As skills are lost through retirement, there will be a need to attract fresh young talent into the industry. Promoting a positive industry image, and providing meaningful work placements for those looking to enter the sector, will be key to achieving this. However, parts of the sector suffer from a poor image and low pay. Recruitment difficulties are acute in many areas covered by Skillsfast UK and the Skillfast-UK workforce ‘footprint’ has the highest proportion of unqualified workers of any Sector Skills Council. Much of the workforce is highly skilled in technical areas but these skills are unaccredited. 

The UK sector is poorly positioned in terms of its ability to compete on the basis of

price in the global marketplace and this is reflected in a strongly negative trade

balance in respect of sector products. It is critical that the sector develops a ‘quality premium’ in world markets, but business faces stiff competition from overseas producers who are themselves realising that higher value products can be the most lucrative.

In the South West important employers are within carpet manufacturing, leather goods manufacture, clothing manufacture, wholesale of clothing & footwear, laundry & dry cleaning.

Employment

The sector employs approximately 384,000 people, generating total output of almost £10bn.

Historically, the majority of workers within the sector have been women. The

overall gender profile of the sector is now evenly split, largely as a result of a

continuing trend of job losses among female sewing machinists and administrative staff.

In the South West the gender split is also roughly equal 49% female 51% male, but different parts of the sector have different gender patterns (e.g. men dominate shoe repair, women in clothing manufacturing) 

The manufacturing and servicing elements of the sector employ approximately

30,000 people with an ethnic minority background, accounting for 11% of

total employment, higher than the all sector average. Similarly, the age profile of the sector’s workforce is skewed towards the older age bands relative to the UK norm. Less than one in ten of those employed are under the age of 25, while 30% of people working in the sector are aged 50 or above. In the SW region the sector also has an ageing workforce with approx 60% aged over 45. This has significant implications for recruitment and skills development.

The sector has a high level of self-employment relative to the economy as a whole - particularly in the areas of washing, dry-cleaning and shoe-repair. Many self-employed people also work in soft-furnishings, household textiles, knitted clothing and women's outerwear. Typically, self-employed people need to be multi-skilled in order to handle all the different aspects of their business, from production, to financial management, through to sales and marketing. The self-employed require considerable flexibility in the training provision on offer, as time and finances are frequently limited.
This is a sector dominated by small and medium sized employers: more than 80% of establishments have 10 employees or fewer. However, the 1% of sites with more than 200 staff account for approximately one-fifth of total employees

The total output of the UK sector has fallen significantly in recent years, as a result of

the contraction of the sector’s manufacturing activity. However, the wholesale and

servicing sub-sectors have seen output growth. The manufacture of made-up textiles

is the sole manufacturing industry within the sector to have managed to increase its

output.

The recent productivity performance of the sector has been positive, with growth in

Gross Value Added (GVA) per person almost double the average for the UK economy. Based on this measure, sector productivity is now higher than the average for the aggregate economy. Success in export markets will be critical to the sector’s future.

There are approximately 1,395 businesses in the SW region with a total of 29,306 employees. The estimated GVA of the Skillfast sector in the South West is £480m. SW companies contribute 5% of the UK sector output but 9% of total export, weighted towards footwear, leather and leather products as well as textiles.

Compared to the wider economy, employment in the sector is heavily concentrated

in lower skilled occupations (operatives and elementary occupations) together with

skilled manual trades and is under-represented in professional, associate professional and administrative occupations.

Factors driving the demand for skills

The key external factors impacting on the sector are as follows:

· Growth in expenditure by UK and global consumers on clothing, footwear and household textiles, with future growth in consumption expected to be concentrated in developing countries

· Increasing competition from low cost overseas producers and continuing price deflation in the UK market, leading to pressure on margins and reduced profitability for many sector firms

· The transfer of manufacturing capacity offshore; with functions such as design, range management, wholesale and distribution often retained in the UK

· A growing focus on high value, niche and fast response opportunities by the UK manufacturing sector and an increasing reliance on export markets

· Rapidly changing consumer tastes, creating a need for greater flexibility among manufacturers. The ageing of the population is also expected to result in changes to the pattern of demand for the sector’s products

· An increasingly globalised sector, resulting from continuing trade liberalisation, convergence of consumer preferences worldwide, globalisation of investment and improving communications

· The growing prominence of technology as a determinant of competitiveness, particularly in areas such as design, manufacturing and supply chain management

· An increase in the importance of sustainability issues, including environmental protection and ethical production. There has been considerable recent publicity relating to the ‘slave labour’ conditions under which many overseas companies force their employees to work

Key drivers of productivity in the sector

The operation of the key drivers of productivity within the economy will have

significant implications for skills demand.

· Competition - increased intensity of competition within the sector will lead to a continued emphasis on cost reduction in the sector

· Enterprise -new firm formation in areas such as fashion design and small scale craft activities is creating a need for commercial skills, the ability to source manufactured goods effectively and specialist technical skills. This creates a need for enhanced skills in the areas of management, marketing and supply chain management.

· Innovation - Product and process innovation is a key driver of productivity within a number of sector industries, most notably technical textiles.

· Investment  - there are important skills implications for technicians and machine operators in terms of their adaptation to the new technologies, and business optimisation requires improved IT skills.

· Skills  - Skillsfirst anticipate that the following will make a major contribution to future productivity:

· Science/technology skills

· High level craft skills, 

· Design skills, 

· Branding and marketing expertise and 

· Operator multi-skilling 

Current skills needs

The sector workforce is weighted towards:

· Process Plant and Machine Operatives,

· Elementary Occupations

· Skilled Trades

· Management occupations

The requirements for entry and progression within the sector can be summarised as follows:

· The typical entry requirement for professional and associate professional staff within the sector is at NVQ level 4 and above.

· For management staff the picture is more varied. A degree in a scientific or engineering discipline is sometimes required for technical managers, and some employers look for generic management qualifications, but many existing managers have progressed through the ranks and hold trade apprenticeships or basic academic awards as their highest qualification.

· For skilled trades and handcraft occupations, there is typically no formal entry requirement. Upon joining the industry entrants often receive on and off the job training against level 3 standards.

· There tend to be no formal entry requirements for workers in more routine operative roles either, with in-house, on-the-job training the main mode of training. In those cases where structured development is provided it typically leads to a qualification at level 2

The apparel, footwear and textiles sector workforce is poorly qualified relative to the

wider economy. People working in the sector are also less likely to be qualified at

NVQ levels 3 and above, and more likely to hold a qualification at below level or have no formal qualifications. 34% of sector workers in the South West are qualified below Level 2. This is largely due to the occupational profile of the workforce, which is characterised by a strong weighting towards operative and elementary occupations. The qualification profile of the sector workforce has shifted markedly upwards in recent years, suggesting that qualifications and skills requirements are increasing. The key factors are the shift of the employment structure towards higher level occupational groups and increasing skills intensity within occupations.

75% of establishments identify shortages of skilled workers as a problem

and indicate that they would recruit such workers if they were available in the labour

market. In terms of the number of establishments affected, the key recruitment

needs (most acute first) facing the sector are:

· Launderers and dry cleaners

· Sewing machinists (including linkers and menders)

· Textile process operatives

· Designers/garment technologists

· Clothing cutters

· Sales professionals

In the South West the requirements are similar, but with the addition of specialist skills in the leather industry:

· Textile process operators

· Sewing machinists

· Leather goods skilled trades

· Leather production operatives

· Launderers & Dry cleaners

This is a sector with a poor image and low relative rates of pay and this

has a significant affect on firms’ ability to recruit staff, particularly at operator level.

Skills gaps

75% of establishments report gaps in the skills of their existing employees. The highest incidence of gaps in core technical skills, in terms of the proportion of employers reporting a problem in the following occupations:

· Launderers and dry cleaners

· Sewing machinists

· Designers

· Textiles process operatives

Just under 50% of establishments identify skills gaps relating to more generic skills, particularly in the following:

· Information and communications technology skills

· Management and supervisory skills

· Sales and marketing skills

· Multiskilling and teamworking skills

Future skills needs

Projections from the Working Futures study present the following picture for the

development of the sector between 2004 and 2014:

Total UK employment in the sector is expected to decline by 24 per cent.

Job losses will be heavily concentrated in operative occupations. This

occupational group will see a decline of almost 50 per cent in net employment as

routine production processes continue to be transferred offshore.

It is also projected that more than half of total job losses in the manufacturing

element of the sector will affect unqualified workers. It is also predicted that in the future, design, sales and marketing roles will exhibit the highest growth in demand.

Research undertaken by the SSC highlights the concern amongst employers that there should be increased availability of learning provision covering technical subjects, and as in many of the creative industries employers have reservations about the skills held by many fashion design graduates and question the industry relevance of some courses. This reflects employers’ general anxiety that young people lack a proper understanding of the sector and the career opportunities it offers. This ties in with the concerns of the majority of employers in the sector who believe that courses from external learning providers, such as colleges and private training companies, are not relevant to the needs of their business.

The Learning & Skills Council (LSC) sector summaries emphasise the weakness in the SW current provision for footwear and textiles with very little LSC funded provision for textiles and laundry & dry cleaning. A lack of specialist learning provision also severely limits the take up of NVQs in the region.

Employers are reluctant to invest in training development linked to formal qualifications because of perceived inflexibility and bureaucracy. A further cause of disquiet is that levels of public investment in Further Education courses that relate in some way to sector skills, for example textile design, dress making and soft furnishings is substantial. However, only a small proportion of this investment directly benefits sector businesses. 

Sources:
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SkillsActive
SkillsActive is the Sector Skills Council for Active Leisure and Learning. It represents the five service industry sub-sectors of:
· Sport and Recreation, 

· Health and Fitness (the supervision of exercise and physical activity)
· Playwork (defined as children’s play outside the educational curriculum for 4 –16 year-olds, including after-school clubs, holiday playschemes, adventure playgrounds, parks, playbuses and breakfast clubs)
· Outdoor Education & Training 

· Caravan Parks (the management, operational and technical requirements of holiday and home parks as well as caravan manufacture, repair, and retail)
Together these are known as the active learning and leisure sector.

SkillsActive also contributes to the Health and Social agendas, for example the Active People and Active Communities work.

The sector as a whole in England had an estimated Gross Value Added (GVA) output of £7.2 billion in 2004 and employed an estimated 479,900 people. 

Sport and recreation is by far the largest of the sub-sectors, with 61 % of GVA and 63% of employment. Playwork is the second largest with 17% of GVA and 23% of employment. The SW is the most important region to the Caravan sector with 28% of all caravan parks nationally. 
In the South West region the average annual growth rate over the past 5 years has been more than one and a half times that of the whole economy in the SW.  GVA for the sector is forecast to grow by 37% from 2004 – 2014 which is just faster than the regional economy in general. 

Again in the South West this is predominantly a sector of micro-businesses. More than 75% of businesses have 1 – 10 employees. However, the main employers are local authorities, who, working to the principle of obtaining Best Value for public services in the area of Leisure services, have increasingly looked to tendering for and commissioning the delivery of service provision through contractors. This leads to a certain amount of anxiety in the marketplace as secure jobs are transferred to private contractors with less favourable terms and conditions of employment.

Profile of the workforce

An estimated 58% of the SkillsActive workforce in England is female, a majority that runs counter to that across all-sector employment where males are in the majority (52%).

Perhaps unsurprisingly the workforce is young with more employed in the 16-24 age group than the all-sector profile of England as a whole. It is also predominantly white ethnic, but in line with figures across all sectors (95%). In the South West 25% of the workforce are aged under 25.

89% of the workforce in the sector are employed and only 11% self-employed, just lower than the national figure (13%). A significant difference occurs in hours worked across the sector. 52% of workers are part time compared to 265 across England. The SSC recognises that this is a sector that relies on volunteers to function effectively. There are over 5 million volunteers in the Active Learning and Leisure sector across the UK and much of the sector would find it difficult to operate without the help of these unpaid staff; running football clubs, supporting holiday playschemes for example.

The sector employs over 50,800 paid employees in at least 3,700 organisations in the South West working in the public, private and voluntary sectors.

Key drivers of business competitiveness

SkillsActive’s sectors vary in the forces that affect them, but certain generic forces impact across them all:

· Consumer trends associated with fears of obesity and disease have increased demand for active leisure. In addition, it is anticipated that the granting of the 2012 Olympic Games to London will increase participation in sport. The exact pattern of demand for individual activities is more difficult to predict

· An ageing population in England will increase available leisure time, but demand could be affected by fears of a pensions ‘crisis’. It is anticipated that the demographic profile of this group will lean towards ‘low-impact’ activities such as golf, swimming and walking, and caravan holidays.

· Globalisation, technology and the knowledge economy are expected to impact most noticeably in the areas of customer relationship management and bookings. Catastrophic world events aside, this is not an area the industry expects to have much bearing on competitiveness

· Innovation is also significantly different across sub-sectors of the industry. Innovation in Health & Fitness for example is reported to be slow, with new practices evolving gradually, but (surprisingly) the caravan sector is reported to be dynamic, with new high specification models coming out as rapidly as new cars and rapid improvement of the caravan park offer.

As with other sectors, SkillsActive is dependent upon supportive government policy. Current targets include 70% of the population to be involved in sport of some kind, and improvement of childcare and playwork facilities.

Skills demand

Qualification levels in the sector are not dissimilar to the national picture, with some 30% qualified to Level 4 and 29% with low, or no qualifications (Level 2 or below.) Sub-sector specific qualifications (for example, those related to licensing laws) are not included in these figures.

In the South West, Playwork has the highest qualified workforce. 47% have a Level 4 or 5, whilst the Caravan sector has the least qualified with 35% without a Level 2.

The SSC highlights a particular issue for the South West – the disadvantage of a net loss in graduates, who leave to find jobs in other regions. 

Current recruitment and skill shortages

Data available does not give a realistic picture of certain of the sub-sectors that SkillsActive covers (particularly Playwork and Health & Fitness). Interpretation must therefore have this in mind, but with 22% of all establishments reporting vacancies, 9% of them hard-to-fill, and 6% of those hard to fill due to skills shortages (figures similar to the all-sector average for England) a picture emerges of a sector struggling to find suitable candidates with the following skills:

· Team working

· Communication

· Technical & practical

· Customer handling

Skill gaps affect 20% of employers in this sector suggesting approximately 17,000 employees in England with weaknesses to be addressed. This is a more significant problem for SkillsActive employers than recruitment problems, but the nature of the skills required are similar – customer handling, communication and team working. 

By comparison, the picture in the South West is much more worrying. 57% of employers report a vacancy, and almost half of those consider them hard to fill. 80% of the hard to fill vacancies are directly attributed to skills shortage. 

Consultation undertaken by the SSC for the South West Sector Skills Agreement draws attention to a ‘top six’ skills gaps or weaknesses experienced by employers in the region:

· Initiative

· Problem solving

· Customer care

· Communications

· Equity

· Sport specific technical skills.

The Challenge of a Growing Sector

This is a fast-growing sector, creating perhaps 100,000 jobs nationally by the year 2014. However unlike some, particularly high tech, sectors it is not anticipated that skills will need to become significantly different over that period. To gain competitive advantage therefore, businesses may look to improve management and customer handling skills.

In the South West, the average rate of employment growth has been over 2% higher than the whole SW economy in the past 5 years (1999-2004) and is expected to continue above the regional average over the next 10 years.

The demand for training

In general, SkillsActive has good employer engagement with training. This is a sector with high levels of training activity in the South West. 77% of employers supply training, compared to an average of 65% across all sectors in England and the South West. 61.1% of it is on-the-job, again a much higher figure than England and SW averages (50%). This is line

SkillsActive highlights two sectors in which training has become increasingly important:

· Playwork is a sector ambitious to develop as a recognised profession and wants to promote learning in business and management – most specifically leadership, partnership working, marketing and fundraising.

· There is a considerable need for management and leadership training in the caravan sub-sector. Changes within the market and regulatory framework of this £5b sector necessitate increased professionalism, skills training and qualification.
SSC Regional Priority Areas 

The SW Sector Skills Agreement Regional Plan designates the following as regional priorities in this sector:

· Improving the quality and range of services – including the challenges of the London 2012 Olympic Games and Paralympic Games, and the need to meet customer expectations and government agendas.

· Improving recruitment and retention – attracting good people, developing them and keeping them.

· Professionalising and upskilling the existing workforce – making sure they have the skills to deliver core business.

· Matching supply to demand – making sure staff are work ready through the training and education that is available.

· Redirecting funding – making sure support is available locally to support 

· Workforce development needs.

· Increasing sector investment in people

This is clearly a sector facing challenges. Significant growth will continue making current recruitment difficulties more pressing, and as in other sectors, a shortage of excellent managers and leadership means there is not the experience to address these problems quickly and effectively.  SkillsActive submitted an expression of interest in the development of a National Skills Academy for the active leisure and learning sector. They were not initially successful, but intend to submit a revised expression of interest in the next round in January 2008.

Sources: 
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Lifelong Learning Skills

The Lifelong Learning Skills Sector covers the provision of training and support to the full range of other sector areas. As well as contributing directly to regional GVA, the sector has significant knock-on impacts in the performance of other skills sectors. It also employs more than 67,000 people across the South West. 

Lifelong Learning is a relatively new Skills Sector which has not yet completed a sector skills agreement, therefore information provided should be regarded as partly provisional in nature. 

Sector Profile

The Lifelong Learning Skills Sector incorporates the following sub-sector areas: 

· Community Development

· Further & Higher Education

· Libraries and Archives

· Information Services 

· Work Based Learning

While there is significant cross-over between these areas, they focus on learning at different career stages and in quite different circumstances. It is therefore useful to examine them separately. 

There are a range of Lifelong Learning Skills Sector employers in the South West, which typically tend to be large organizations including universities and further education colleges. 

The sector accounts for around 2.9% of total employment in the region, and as such is of considerable importance to the local economy. Developments in the sector also have broader impacts, as effective lifelong learning support systems are critical to the success of other skills sectors. 

The sector’s ‘footprint’ is being assessed in an Impact Review which should capture more information on the total value added by the sector throughout the economy. Depending on how this is measured, the footprint may be expected to be quite large, and the information uncovered will help develop an understanding of how the sector can work with external partners to maximise its effectiveness.  The review is being funded by the Sector Skills Development Agency.

Current Skills Issues
The Lifelong Learning Skills Sector maintains a highly qualified workforce, with 92% of those employed in the sector possessing Level 2 qualifications or higher. Most jobs in the sector are in professional positions, which account for more than 50% of sectoral employment.  Ongoing training and continued learning is important within the sector, with 72% of employers providing training for their staff. 

The replacement rate demand estimate for the sector is 40% over the period to 2014, a relatively high figure. These replacement needs are partially driven by the fact that 50% of the workforce within the sector are aged 45 and above. This has skills implications insofar as an experienced cohort of skilled workers will be moving towards retirement over the coming decade.

Skills by Sub-Sector

The different groups within the Lifelong Learning Skills Sector operate within different skills frameworks, as follows:

Further Education. The sector skills council is currently working to build and roll out a set of standardized qualifications for the further education sub-sector. These will include an initial teaching award to be made available from September 2007. The standards developed are designed to capture the skills, knowledge and behavioural strategies required in effective teaching roles. ICT and personal skills are also being instituted as part of minimum core requirements for teachers and trainers. The creation of these standards will ensure that Skills for Life teachers maintain a certain standard of competency across all the necessary Skills for Life subject areas. Further education staff in literacy, numeracy and ESOL already require specialist training and qualifications, and this requirement will be unaffected.

A number of institutions in the South West have been involved in the testing of these qualifications and will therefore be well placed to adapt to them upon their eventual introduction. 

The sector skills council is also developing a ‘toolkit’ which is designed to support the training of those teaching the new 14-19 specialised diplomas. Training providers will have  access to support systems and discussion frameworks which will enable them to gain information on staff skills needs in the provision of the specialist diplomas. 

There is concern about career pathing in the sector, and the skills council has laid out a commitment to investigating ways in which the sector may be made more attractive. In order for Lifelong Learning to remain a ‘career of choice’ the ease of entry to the profession needs to be improved. The sector skills council intends to pilot financial incentive systems and part-time training modalities to improve performance in this area. 

Learning Support. Nationally there are an estimated 50,000 learning support professionals, whose work is crucial to the sector in enabling the retention of learners. The sector skills council is currently conducting consultation on updating existing regulation and qualification systems. In particular work is being done on defining the nature of learning support roles, and identifying the skills needs for learning support staff.  

Workforce Development. Work is being done on encouraging the development of training schemes relevant to particular skills sector areas. For instance, the sector skills council is working to roll-out a training scheme for the construction and building services sector to meet the high demand for training in this area. 
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Government Skills

The Government Skills Sector covers skills for work in central Government bodies within the region. Effective governance requires a strong skills base, and the sector has a clear and crucial impact across the other skills areas and the economy as a whole. Government is a very new Skills Sector which has not yet completed a sector skills agreement, therefore information provided should be regarded as partly provisional in nature. 

Sector Profile

The Government Skills Sector incorporates the following different bodies: 

· Central Government Departments

· Government Agencies 

· Regional branches of Government bodies (e.g. Jobcentre Plus)

There are a range of major Government employers in the South West, including central Government departments such as the Ministry of Defence, the Department of Health and the Department for Trade and Industry. Regional employers also include agencies such as the Crown Prosecution Service, the Forestry Commission and the Met Office. 

Government is an important employer within the region, and it is possible that further jobs will be created in this sector across the South West. As part of the public service efficiency agenda, the civil service is being decentralized from London. Central Government bodies are thus increasingly locating greater numbers of staff within the regions. 

Current Skills Issues

The sector skills council is working towards the development of a sector skills agreement in conjunction with the Civil Service ‘Professional Skills for Government’ group. The Professional Skills system assesses needs under three broad subject areas, Operational Delivery, Policy Delivery and Corporate Services Delivery. The objective is to move away from previous assumptions of ‘generalist’ and ‘specialist’ skills-sets towards a more clear recognition of the range of existing staff skills and needs. The Government Skills council hopes to institute a full Standards and Qualifications strategy by December 2007.

Currently, formal training for Government specialists is centred around the National School of Government (NSG), which operates as the core ‘business school’ for the Government sector. The school offers training for a variety of roles and also inputs best practices and initiatives into public sector policy debate. 

Much of the work conducted by the sector skills council has been on collaboration with other skills sectors, with the particular objective of raising the profile of Government skills issues within the business network.  As part of this, the council is considering strategic partnerships on areas of common interest, and has drawn up detailed proposals for engagement with the Armed Forces in particular.  

Bodies active within the region include the South England Public Services Cluster/Alliance Group. The cluster is working on a regional public sector development agenda to build out joint strategy on local cross-cutting issues within the Government sector.

Sources
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Summit Skills

The Summit Skills Sector covers the building services trade and the range of professions related to building maintenance. Across the UK, the sector accounts for 

£20 billion of work per annum, equating to 3% of GNP. Nationally, more than half a million people are employed within the sector, the majority in electro-technical work. The Summit Skills Sector Council is a member of the Built-Environment Alliance of Sector Skills Councils, and collaborates closely with partners such as the Construction Skills Council. 

Summit is a relatively new Skills Sector which has not yet completed a sector skills agreement, therefore information provided should be regarded as partly provisional in nature. 

Sector Profile

The Summit Skills Sector incorporates the following sub-sector areas: 

· Building Services Engineering 

· Electro-Technical 

· Heating 

· Ventilating 

· Air-Conditioning 

· Refrigeration 

· Plumbing Industries

There are an estimated 5,150 Summit Skills workplaces in the South West, out of 51,000 nationwide. The sector is performing well and 87% of employers in the region do not expect the market to be adversely affected by competition from abroad, while 70% expect continued growth. 

Current Skills Issues
The Summit Skills Sector has an advanced programme of training and apprenticeships for the sector workforce. There are a range of apprenticeship frameworks for most of the different sub-sectors, notably in plumbing and electro-technical skills. Across the UK, there are approximately 18,000 apprentices training in the sector at any one time and within the South West, 66% of employers have provided some staff training over the past twelve months. Qualifications in the sector are provided through City & Guilds, EAL, Edexcel and Lantra awards. 

That said, there are particular concerns about the limited supply of technical skills within the sector, with 78% of employers indicating the need for further technician training up to the Level 3 qualification. There have been problems with existing qualifications, particularly the Level 2 standard in Electrical Installation which no longer meets minimum requirements and is not currently offered. 

The importance of technical skills is set to increase as Government commitments to cuts in carbon emissions may be expected to impact the sector. If new environmental standards are instituted, there may be a need for further training to ensure that sector staff have the skills necessary to ensure compliance.

Currently, 13% of regional firms have posted vacancies, and 15% report internal skills gaps. With 32% of the Summit workforce aged 50 and above, the sector also faces significant replacement needs over the coming years.  This will be exacerbated by continued growth in the sector, which is expected by 70% of employers.  There is some evidence to suggest that the potential labour gap may be met through the use of migrant workers, with 23% of companies currently utilizing migrant labour. This raises important questions about labour standards and training as well as regulation and qualifications. 
The sector has a number of other unusual characteristics, notably in terms of its division of roles by gender, 83% of firms in the South West do not employ any women in non-administrative roles. There is a clear need to expand opportunities for women within the sector, and provide effective access and training for those women who are interested in careers in Summit skills. 
Skills Training Provision

Within the South West, there is existing pilot work on employer training which impacts the sector,  with Wiltshire & Swindon and Devon & Cornwall both running employer training pilots. These ended in 2006 and incorporated sector issues. The South West LSC is also funding Train to Gain programmes which cover Summit related skills. 
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GoSkills 

GoSkills is a Tranche 3 Sector Skills Council, covering 38,900 South West employees (1.3% of the regional workforce) in the passenger transport sector. The sector points to its important role in reducing congestion, promoting sustainability, tourism, social inclusion and in underpinning economic performance

It is diverse sector, including: 18,000 employees in taxis and private hire companies; 14,000 in the bus / coach / tram industries; 4,000 in aviation, including cabin crew and baggage handlers;  3,000 in Rail and 2,000 in driver training. 

In the bus industry five companies account for 80% of the national market, while in the taxi industry the overwhelming majority of drivers are self employed. Transport Planners typically need to be qualified at post graduate level while taxi drivers can operate without formal qualifications. 
Levels of regional employment in the sector are forecast to remain fairly static, with  3% growth between 2004 to 2014.  However as a sector with 51% of its working population aged 45 or over, there is a high level of replacement demand and considerable concern that the traditional demographic profile of the workforce is not sustainable. Priority is therefore placed both on recognising the strength of older workers but also on promoting recruitment among women, younger people and ethnic minorities. Currently 80% of all South West workers in the sector are male.

Employment within the sector is concentrated in the Process, Plant and Machine Operative occupations, which includes drivers. This group accounts for 45% of all GoSkills jobs in the South West. Managers and senior officials account for another 13%;  Associate Professionals and Technicians 10%; Skilled Trades, Admin & Clerical and Elementary jobs each accounting for around 7% of the total employment. 

The principle drivers of change within the sector are identified as:

· Passenger Numbers – e.g. arising from the growth in budget airlines

· Legislation – transport is a heavily regulated industry

· Technological Change – which particularly affects people working on the engineering and maintenance side, but also applies to the automation of check-in and charging systems and expanding use of GPS.

· Competition with other operators – the sector is highly competitive, requiring staff to deliver to the highest levels of customer service. 

The sector has lower than average levels of qualification. GoSkills estimate that 45% of the workforce is not qualified to level 2 and that 80% of sole traders possess no formal qualifications. SLIM data suggests these figures may be rather high, but the general picture of large numbers of employees with no or low levels of qualification is accurate. 

The LSC funded Skills for Life audit suggests that 30% of GoSkills workforce in the South West, around 13,000 employees, have Skills for Life needs. Numeracy and Literacy are identified as particular concerns for the sector. 

Interestingly 18.2 % of GoSkills employees in SW hold qualifications at Level 4 or above although, according to GoSkills ‘With the Exception of transport planning occupations the direct relevance of Higher Level qualifications to the industries in the GoSkills footprint is not always clear.’  The normal tradition of management within the sector is viewed as responsibility being gained through experience rather than graduate entry.
The regional incidence of internal skills gaps is significantly below average, with 8% of employers reporting gaps, compared to an average of 15% for all sectors. The 

most commonly cited gaps are communication, customer handling, technical and practical skills. Of the technical / practical skills driving skills is commonly cited, with engineering and maintenance also frequently mentioned. 

GoSkills own employer survey found that 30% of employers report recruitment problems, primarily as a result of pay, working conditions and poor public perceptions of employment in the industry.  The main areas of recruitment difficulty were in engineering, maintenance and driver occupations, although the make up varies by sub-sector. The rail industry has difficulty recruiting customer service staff, while aviation faces difficulties retaining baggage handlers. 
Passenger Transport is an industry in which lower than average numbers of employers provide training and few people in the sector possess or are working towards industry specific qualifications or apprenticeships. There is evidence that employers tend to use generic qualifications, such NVQs in customer services. 

The sector has a very high proportion of small and micro-businesses. One third of passenger transport employees work in micro-businesses, compared with a fifth for the whole economy of Great Britain. These small companies experience difficulties accessing and funding training and also lack the capacity to offer clear career progression for staff. Self employed and sole traders also find it difficult to access public funding for training, as they are currently ineligible for Train to Gain. They also face significant loss of income during training. 
Based on their analysis GoSkills has worked with employers to prioritise 13 issues for action, which it will be looking to address in their SSA through the actions identified below.
1. Management and leadership skills 

• Ensure appropriate training is available, particularly for supervisory roles.

• Contextualise existing management and leadership products.

2. Numeracy and literacy skills

• Influence provision (& learning materials) to meet the needs of the sector 

• Develop best practice models of delivery to the workforce.

3. Improved IT skills 

• Address the appropriateness of ITQ 

• Identify the scope for adding customised IT units to sector qualifications.

4. Capacity of trainers and assessors 

• Develop capacity for assessors.

• Develop appropriate train the trainer products

5. Staff Retention

• Highlight and support the adoption of best practice.

• Develop a toolbox to assist employers.

6. Poor public image and low professional esteem 

• Promote the roles of the sector in economic regeneration, tourism and inclusion 

• Develop nationally recognised qualifications though national occupational standards.

7. Self employed and sole trader ineligibility for public funding for training.

• Develop training consortiums which meet the necessary criteria for eligibility for public funds.

8. Opportunity cost of releasing staff for training

• Ensure providers recognise this need and delivery of training is tailored to the needs of the sector.

9. Provision for skills relating to dealing with people, such as : Interpersonal skills; Customer Service skills; Disability awareness 

10. The skills of the workforce are not recognised by formal qualifications.

• Map the in-house training to elements of NVQs

• Identify where training for licensing can form part of a recognised qualifications 

11. Demographic aging 

• Promote recruitment of women, younger people and ethnic minorities 

• Recognise of the strength of older workers.

12. Take advantage of EU Driver Training Directive an opportunity for greater engagement in skills training.

13. Re-direct LSC funding

Most LSC funding goes towards aviation qualifications, c 80% of which relates to cabin crew courses which are not widely endorsed by employers

The GoSkills SSA Stage III links the sector’s priorities to those of the key agencies (LSC, RSP and RDA) in the South West Region, pointing out how taking forwards these actions supports delivery of wider regional skills objectives. 
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Annex 1 – Matrix of Sector and South West Priorities – Extract from spreadsheet to illustrate methodology.

	
	Matrix of Sector and South West Priorities
	Address demographic changes
	Migrant workers / ESOL
	Women and Work
	Promote recruitment to the sector, inc. via non-traditional channels
	Advice and Guidance
	Implement 14 - 19 vision and strategy

	
	 
	SW RSP Priorities  -  Labour supply

	CONSTRUCT-ION  SKILLS
	SSC Priorities
	 
	 
	 
	 
	 
	 

	
	Improving career opportunities in construction (to attract and retain new & local entrants)
	1
	 
	1
	 
	2
	 

	
	Increasing apprentice framework completions and opportunities for on-site practice
	 
	 
	 
	 
	 
	 

	
	Promoting diversity through local employment and training projects
	 
	 
	2
	2
	 
	 

	
	Increasing quality applications for construction-related degree courses
	 
	 
	 
	 
	 
	 

	
	Intensifying and widening the industry QTW / OSAT initiatives at Level 2 and Level 3
	 
	 
	 
	 
	 
	 

	
	Developing flexible training and qualification structures for the specialist occupations
	 
	 
	 
	 
	 
	 

	
	Assisting the effective integration of migrant workers
	 
	2
	 
	 
	 
	 

	
	Increasing the number of companies investing in training
	 
	 
	 
	 
	 
	 

	
	Developing management and leadership skills
	 
	 
	 
	 
	 
	 

	
	Supporting lifelong learning, including graduate schemes
	 
	 
	 
	 
	 
	 

	
	Improving intelligence on skills for the future
	 
	 
	 
	 
	 
	 


Annex 2 

Sector Skills Councils by stage in SSA development

	Asset Skills
	Tranche 3

	Lifelong Learning UK
	Tranche 4

	SummitSkills
	Tranche 4

	GOSkills
	Tranche 3

	Lantra
	Tranche 2

	Skills for Logistics
	Tranche 2

	Skillfast-UK
	Tranche 2

	Creative & Culture Skills
	Tranche 4

	Skills for Care & Development
	Tranche 4

	Skills for Health
	Tranche 2

	Skillset
	Pathfinder

	ConstructionSkills
	Pathfinder 

	Government Skills
	

	Proskills UK
	Tranche 4

	SEMTA
	Pathfinder

	Improve
	Tranche 3

	Skills for Justice
	Tranche 3

	Cogent
	Tranche 2

	SkillsActive
	Tranche 2

	Energy & Utility Skills
	Tranche 4

	Skillsmart Retail
	Tranche 4

	Automotive Skills
	Tranche 3

	People 1st
	Tranche 3

	e-skills UK
	Pathfinder

	Financial Services Skills
	Tranche 4


Marchmont Observatory, University of Exeter





South West


Observatory


Skills & Learning


Intelligence Module





�








� The matrix is based on a structure originally developed by Lindsey Simpson for the Skills for Business Network in South East England. We are grateful to colleagues in the South East for permission to further develop it for this analysis. 


�  (ALI 2002, The annual report of the Chief Inspector 1002 - 2002, cited in Market Assessment for the UK Retail Sector, Skillsmart 2004)
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