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People and Places

Demography

The demographic profile of an area has a fundamental impact on the availability of labour and skills. In most parts of Devon populations are expanding quickly, contributing to economic growth and facilitating recruitment.  This expansion is migration-led, producing demographic profiles that are far from uniform. University towns, such as Exeter and Plymouth, attract large numbers of highly educated and skilled graduates who drift away through their twenties to pursue work elsewhere. Large numbers of middle-aged, and  probably ‘middle-class’, migrants move into Devon in their thirties and forties, for reasons that may have as much to do with lifestyles as work. In all areas large numbers of ‘baby boomers’ are about to leave the labour market. And the number of young people, the new entrants to the labour market, is falling and will go on falling for another eight to 10 years.  
This raises questions:

· Will employers who have traditionally relied on young new entrants need to change recruitment and training strategies?
· How can we harness the talents of the baby-boomers leaving the labour market?

· How might employment and training practices need to change to retain older workers for longer, especially as retirement age rises?

· How can we make better use of the skills that young graduates bring to Devon? 

· How many middle aged migrants ‘down-size’, and are their skills fully employed?
Employment

Compared with the national average, employment rates in Devon are high. Most people work, albeit in sectors with low productivity. But, interestingly, during the ‘noughties’, when employment volumes were rising, employment rates remained static. Our economies created work for more people, but not a greater proportion of people. Some 20% to 25% of the population remained hard to entice into work, even when jobs were available, which suggests a mismatch between peoples’ aspirations and needs and the ‘offer’ within the jobs available. International migrants, 66% of whom earned less than £5.99 per hour, ‘solved’ this problem for employers during the good times, working as factory hands, kitchen & catering assistants, maids and room attendants. Net international migration to the South West is now negative and Devon’s employers still need to fill jobs. A considerable number of these – in care, sales, factories and food-processing - remain difficult to fill. 
· So, if the Coalition Government’s Work Programme is going to increase the ‘push’, what responsibility do employers have for increasing the ‘pull’?

· Is there a balance to be struck between creating ‘jobs’ and ‘quality jobs’? 
· What can be done to increase the attractiveness of jobs in employment-rich sectors?
Unemployment / worklessness

Unemployment has doubled during the recession. Although it affects people everywhere, it is concentrated in particular places. In Plymouth and Torbay, there are neighbourhoods where over 10% of adults claim Jobseekers Allowance (JSA). Even ‘booming’ Exeter has neighbourhoods where unemployment is 1.5 times the national average. 
The causes and nature of unemployment vary from place to place.  Seasonal unemployment is a problem for Torbay and Westward Ho! Structural change and male unemployment is a problem in Plymouth. Linking workless neighbourhoods to jobs growth is a challenge for Exeter.  
In addition, unemployment affects certain groups in society more than others. Youth unemployment has risen sharply during the recession, as has long-term unemployment, male unemployment, unemployment among people who worked in manufacturing and construction, in skilled trades and among people without qualifications. 
This will change. Women and professionals working in the public sector are now vulnerable. Increasing numbers of lone parents and older people and people with health issues, previously on incapacity benefits, will need to start looking for work as the Work Programme kicks in. And there are of course others - people with learning difficulties, mental health issues or who are leaving care - who have always struggled to find employment.
So, in the context of diminishing resources, this raises a myriad of questions:

· What more can we do to entice employers to take on and up-skill the workless? 

· What more can be done to link economic development and regeneration to tackling worklessness among priority groups and neighbourhoods?
· Are there particular groups on whom we should now focus (e.g. public sector workers / young people) or for whom specific forms of support are appropriate? 

· How can we help to link employers with Work Programme contractors and get the most out of Coalition Government employment programmes?
Employer Engagement

The last government was clear - creating world class skills in the UK is a tripartite responsibility. This will not change. Skills development will continue to benefit individuals, employers and the State. 

Recent years saw growth in public sector investment in skills. Between 2005/06 and 2007/08 the number of LSC-funded Level 2 learners rose by 50% as Train to Gain was rolled out across the four local ESB areas. The number of Plymouth residents entering higher education grew by 24% between 2001 and 2009. But this growth in publicly funded training will not continue. Greater emphasis will be placed on employers and individuals taking responsibility for identifying, articulating and investing in their own skills needs. 

· In the absence of Skills Brokers and in the light of changes proposed to Business Links, who will help employers to articulate their skills needs? 

During the recession the number of employers with skills-shortage-vacancies (SSVs) fell. This is not surprising. Recessions are ‘buyers’ markets’ during which the labour and skills are relatively plentiful. The greatest numbers of SSVs are in hospitality, catering, retail, land-based industries, construction and care, which is interesting as these are not the most skills intensive industries. SSVs also have a higher impact on smaller companies, but it is of course more ‘efficient’ for business support agencies and training providers to work with larger ones. 
· So how do we ensure that enterprise agencies and training providers continue to engage and support SMEs in the future? 

While SSVs have gone down, the number of employers with skills gaps (staff who are not fully proficient in their jobs) has gone up. The main cause of skills gaps is new recruits not yet being up-to-speed. The skills that are most often missing are technical / practical skills, customer handling, team working, oral communication and problem-solving skills. CBI research suggests that many employers now operate a 20/80 rule in recruitment, giving an 80% weighting to applicants’ soft skills and 20% to their hard skills. They suggest that employers are increasingly willing to take responsibility for technical and job-specific training but want recruits with generic skills and good understanding of work. 

· How do we get employers more involved with schools to give young people a better understanding of the requirements and opportunities in the world of work?
In recent years, the proportion of Year 11 leavers (aged 16) continuing in full-time education has risen, while the proportion pursuing work and training options has fallen. Although numbers are rising, only 3% of Year 11 leavers in Devon, Plymouth and Torbay enter Apprenticeships. These young people express a high level of interest in Apprenticeships in construction, engineering, ICT and the Arts, media and publishing, but experience limited opportunities to progress due to a lack of supply. 
· So how do we get more employers engaged in Apprenticeships, particularly in sectors of high interest and limited availability?

Qualification levels across the four ESB areas in Devon vary considerably. Labour Force Survey data suggests that the proportion of the population in West Devon and Exeter with Level 4 qualifications may be double that in Torridge. In general terms, across the four Devon ESBs, the proportion of people with Level 4 qualifications is lower than the national average, while the proportion with Level 3 and Level 2 qualifications is higher than the national average. While raising education and skills levels remains vital, national financial circumstances are such that we have to ask whether a continuing focus on qualifications supply and meeting targets is, in itself, enough? More people consider themselves to be over-qualified and to possess skills that their employers do not use than consider themselves under-qualified. Driving up qualification and skill levels will not improve competitiveness if employers do not take advantage of these skills and use them to move towards increasingly knowledge-intensive, high-value-added product market positions. 

· But do employers, or enough employers, have this aspiration and the leadership and management talents required to make the most of the ‘world class’ skills we are committed to supply?
· How, given the presence of the Universities of Exeter and Plymouth and four leading FE colleges, can we engage these employers in making the most of the skills that are already available?

Strategic partnerships must also understand how future growth is likely to be generated and must develop strategies to encourage the development of key sectors and knowledge-based industries (KBIs). A joined-up offer, covering leadership and management skills, knowledge-transfer, technician-level skills and administrative support, can both attract new businesses to an area and help them grow. This does not just apply to KBIs. Depending on circumstances, attracting and supporting employment-rich sectors may be just as vital.
· How clear are we about which industries we wish, individually and collectively, to support? 

· Do we have effective strategies for engaging employers in our key sectors?

· How clearly do we understand the skills required to foster these industries?

· And how joined-up, inter-institutional or holistic is the offer we currently present to them?

the nature of training
Public investment in training has grown in recent years and yet, when interviewed, the proportion of employees who state that they received job-related training in the last four weeks has fallen steadily over the last four years, at national, regional and local level. This decline, from 12.6% to 10.9% across the four Devon ESB areas, could reflect diminishing employer investment or it could reflect changes in what respondents count as ‘job-related-training’. The increasing accessibility of on-line information and support, ‘how-to’ guides, and e-learning, may have rendered some forms of training unnecessary. Employers may be becoming more sophisticated at providing informal on-the-job training (‘sitting next to Nellie’) and mentoring as a cheaper or more effective alternative to off-the-job courses. 
· So how well do we really understand employers’ and employees’ preferred ways of learning?

· Is it possible that the courses and qualifications industries have overlooked some broader trends in work-place learning?

Recent policy has focused on the delivery of full NVQs and targets associated with them. Debate has raged for years about the value of attaching funding to full qualifications rather than the specific units that employers or individuals may need. The Qualifications and Credit Framework (QCF) will change this, enabling individuals and employers to gain ‘credits’ related to specific skills gaps and needs building their credits into qualifications over time. This is a major change, for both providers and employers, and is potentially a more efficient way of both funding and delivering learning. 
· But how well do both providers and employers understand the possibilities that will emerge with QCF? 

· And how well prepared are providers to advise employers and individuals, to develop personalised learning programmes and to deliver the flexible curriculum models implied by QCF?
A long-standing criticism of publicly funded training provision has been that it has been inflexible and insufficiently ‘demand-led’. Programmes such as Train to Gain have supported progress towards right-time, right-place, right-content only provision, delivered by a growing network of providers. BIS have announced that part of its contribution to the £6.2 billion of savings The Government will make this year will be via ‘refocusing Train to Gain funding into new apprenticeships and investment in FE’. The extent to which this will be a cut or a ‘refocusing’ is unclear. But employers and providers will need to adjust. 
· To what extent are these changes a threat and what will be the impact of the demise of Train to Gain?

· To what extent do the Government’s plans open opportunities for new dialogues with employers, greater flexibility, increased employer contributions and a growth in provision?

The volume of training that is provided in any one subject area or that is relevant to a Sector Skills Council is a reflection of both individuals’ and employers’ demands. Young people are more attracted to careers and training in some industries than others. Thus there are equal numbers of Apprentices in Hairdressing and Construction, although construction employs 17 times the number of people. 
Government is committed to raising the compulsory age for participation in education and there is a strong argument that young people should be free to study the subjects they like. Thus, whether to limit numbers studying certain subjects may be a sterile question. A better question is:

· how do we expand interest and provision in priority areas or areas where we agree there is a lack of demand?
In EHOD, for example, 12% of jobs are in the employment-rich retail sector, which is a potential priority. Yet retail accounts for 1% of provision at Level 2 and 0.3% of provision at Level 3. Nationally, regionally and in many localities STEM subjects have been identified as a priority. 
· So, do we have any priorities where we are clear that we wish to see growth in provision?

· How can careers guidance, providers and employers work together to raise awareness of careers and training opportunities in these sectors? 
�








PAGE  


North Devon
1
6th July – Devon Economic Partnership Skills Event





