Introduction 
A number of common themes are found in the final Pathfinder SSAs from Construction Skills, Skillset, Semta and e-Skills UK and also within the Tranche 2 research for stages one and two of the SSA process (Tranche 2 includes: Skills for Logistics, Cogent, Lantra, Skillfast, Skills for Health and SkillsActive).
It would be fair to say that some themes are common to all SSCs, that the details show some clear sector-specific issues and solutions which vary according to the needs of each sector, but it is also possible to recognise similarities in approach.

In terms of actions/solutions being taken by the SSCs it is worth pointing out that there is some overlap with some actions/solutions aimed at several rather than single issues. 

Key Themes

1.0 Recruitment and HR Planning 
(subsumes a number of related issues – information, advice and guidance from careers and improved sector marketing)
Highlighted by all SSCs – applicable across the UK not only Scotland

The need for skills in the future will generally be met by training and developing the current workforce and by attracting the right kind of new recruits into employment within each sector. All the sectors face a falling supply of potential young workers and this in itself creates competition between the sectors to attract these young workers and/or find alternative markets for potential employees – migrant workers from eastern Europe and other parts of the world have become critical to some industries. Another alternative is redress gender and ethnic minority imbalances in current workforces – in other words change recruitment strategies to attract new workers that would not normally have considered employment in that sector.

· Given the shortages in potential young workers there is a greater emphasis on developing the workforce that is there – this will include requests for funding for adult training and various employer training initiatives. This tactic may require policy changes for funding of training and a number of other important areas eg new and more appropriate qualification and assessment strategies linked more closely to employer needs
· Another key strategy relevant to this theme is the need to improve sector-specific Careers advice and to provide more user-friendly sector-specific job-profiles; it is also important to mention that all SSCs are looking for more transparent and appropriate frameworks of training pathways or stairways or routes to employment to make people aware of different levels of qualifications and progression opportunities within their sector 
All the SSCs so far have identified recruitment and the need for better HR planning as critical in meeting future skills needs.

1.1 e-Skills UK report a gender imbalance with only 28% of the IT professions made up by women. They are keen to change the attitudes of women and attract more of them to a career in IT. Generally like many other SSCs they see the need to improve the attractiveness of their sector and change perceptions about careers in IT.
Solutions/Planned Actions:
· the launch of the award winning Computer Clubs for Girls (CC4G) programme at the Scottish Parliament on Wednesday 22nd March.  The event celebrated the rollout of CC4G to all the secondary schools in the Fife region, following a successful pilot, and explored ways to roll out the benefits of the programme across Scotland.  The event demonstrated the measurable benefits of CC4G to employers and the Scottish economy.  CC4G is transforming the attitudes of schoolgirls to positively consider a career in IT a vital change needed to address the gender imbalance of the IT workforce. This programme has also been successful in every region in England with eg 189 schools participating in London, 160 other schools in the south east and 99 schools in the south west of England
· e-Skills UK held an Intellect Women in IT Forum in February 2006 to examine both the benefits to managers and to their businesses in having a better gender-balanced workforce.  It gave practical advice and case studies on how to understand your workforce, the different skills required in managing a diverse team, improving staff morale and business through diversity policies and how the Government is working to encourage diverse companies
· Supported by Careers Scotland, e-skills UK has secured a series of Go4IT events between February and May 2006, seeing a number of schools in Scotland visiting employers from the IT and Telecoms sector.  Go4IT are interactive, half-day workshops, which promote a positive, exciting and up-to-date image of careers in IT and related industries. Go4IT events are hosted and delivered by employers on their premises and they are designed for 14 year old students, who are making key decisions and considering career options. 

1.2 Construction Skills is spending a lot of effort on promoting career opportunities and improving the image of the sector. 
Solutions/planned actions:
· The national series of Positive Image campaigns have helped transform young people's view of the industry, and new entrant and graduate applications have soared. ConstructionSkills in all regions is continuing to promote career opportunities in schools and with Jobcentre Plus Advisers. 
· Partnership with Careers Scotland agreed to improve information, advice and guidance as well as seminars fro schools 
· Sisters are Doing it for Themselves is a £1 million recruitment campaign to communicate the benefits of a construction career to women and ethnic minorities in England
· The Skills Observatory initiative is also involved in a Gender Equalities Programme with a seminar planned at Glasgow Caledonian University
· There is a Migrant Workers Integration programme 
· There is a need to increase the level of quality of applicants for construction-related degrees. A partnership with HE has been agreed to develop Foundation degrees which meet the industry’s needs. There is a £1 million fund set up through the “Inspire Scholarships” scheme to sponsor undergraduates who choose a construction-related degree.
1.3 Skills for Logistics report that they are trying to counter the gender imbalance in their sector where only 22% of the logistics workforce is female and they are also trying to attract more workers from minority ethnic groups where they have been unsuccessful in the past. There is also a lack of age diversity in their sector with a high proportion of older workers and a low proportion of younger workers. Part of the difficulty lies in a poor image of the sector – with fixed and long hours – which deters women and young people and job advertisements that seem also to deter women and minority ethnic groups.

Solutions/Planned Actions:
Extend current initiatives eg “Women with Wheels”; places for women on the Executive-funded Scottish Driver Training Scheme

· there are a number of significant local and regional initiatives underway to improve the quality and scope of data and materials used to support careers information. This Advice and Guidance material will have the support of employers and partnerships between Skills for Logistics and guidance providers will need to be forged

· they plan to engage with employers to provide work placements or job trial initiatives specifically for young people, women and people from ethnic minorities

· there are plans also to provide guidance and examples of good practice on approaches to recruitment to advisory and business support agencies
1.4 Skillset - Skillset Careers provides excellent specialist careers information, advice and guidance on its own website. 
Solutions/planned actions:
· They offer workshops, face to face guidance and telephone/e-mail advice. They also offer advice to people with disabilities and support for diversity covering a number of areas. 
· They have a partnership with Careers Scotland and Learn Direct Scotland which enables closer working with Information Champions, more targeted interventions and 1 to 1 guidance meetings.

· “A Bigger Future” strategy has Careers Information, Advice and Guidance as one of its four key areas and one of their “golden threads” running through the strategy is the need to encourage and deliver a more diverse workforce both culturally and socially. All sectors of their industry need to be more accessible to under-represented groups. This strategy is to be funded through a new Film Skills Fund
1.5 Skillfast reports on the need to improve employer capacity in recruitment, induction and in-house training.

Solutions/planned actions:
· they are looking at a fast-track approach for converting science graduates into textiles recruits, better ways of promoting the industry eg a promotional programme in the “milk rounds” at Universities to recruit science graduates
· they hope to have a technical skills assessment carried out in conjunction with an employer 

· the guarantee of a job is essential and an HR infrastructure that can provide ongoing support
1.5 More general statements/actions on this issue from:

Skills for Health report that many new policies in their sector – involving increasing patient choice and providing more patient-focused services, along with a growing public health agenda – have all had an impact on workforce planning. They admit to needing better recruitment strategies to attract people back to the sector that they have lost and ways of improving retention and progression opportunities as well as pay and other work-related incentives.
Semta’s “Enginuity” careers section is full of advice for young people looking for a career in Engineering
Cogent has an issue with an ageing workforce and difficulties in recruiting young people; their industries depend to a great extent on colleges and universities for their recruits and they have suggested many ways of improving their recruitment strategies in order to attract the engineering graduates that go elsewhere at the moment.

Lantra are working with Careers Scotland to further develop and accredit careers advisors with sectoral knowledge and with Job Centre Plus to provide well-informed placement services and support for individuals entering the sector together with appropriate skills development
2.0 Employability and Core Skills
Highlighted by all SSCs – applicable across the whole of the UK.
This theme also includes basic skills and “soft skills” which are sometimes distinguished from core and key skills rather than as being subsumed within them. Undoubtedly core/basic and soft skills contribute to employability and therefore problems in this area will affect successful recruitment and future success in training. It is a serious UK problem that All SSCs report in their sectors. They each report deficiencies in basic/core skills, particularly among the lower levels of the workforce but certainly not only at those levels. Some of the core and related skills are clearly now more important than ever for management staff.  The main skills referred to here are communication, problem solving, positive attitudes and behaviours, adaptability, working with others, IT, numeracy and initiative.
· There is a general “work-readiness” issue which links very clearly back to the qualifications and training available at the moment. For one thing, while a number of employers identified the “3 R's" and various higher-cognitive abilities as critical employability skills, virtually all of them named affective characteristics - particularly "dependability," "responsibility" and "positive attitude toward work"-as vital. When employers cited mathematics and/or oral and written communication skills as key employability skills, they often used qualifiers, e.g., simple arithmetic, basic reading, brief memo writing - and frequently noted that applicants need not be highly educated, but possess a solid foundation of these skills.
· Employers expect to train new employees in company-specific procedures and to acquaint them with the behavioral norms, standards and expectations of their workplace. They often provide training in job-specific technical skills as well. But they are emphatic in their conviction that the schools and colleges should take most of the responsibility for equipping young people with general employability skills.

· Some employers argue that work is changing and instead of being routinised, repetitive, and organized along hierarchical lines, the modern workplace requires different kinds of tasks, approaches, and employees. In this new environment, work is problem-oriented, flexible, and organised in teams; labour is not always seen as cost but an investment. Most importantly, the high-performance organisation recognizes that producing a defective product costs more than producing a high-quality one. The solution is to design quality into the product development process itself, particularly by enabling workers to make on-the-spot decisions. 

· The skills related to general employability can be learned; therefore, all of them are appropriate and important targets for professional interventions. 

NB ** Most of the SSCs have solutions or planned actions on this area within their strategies for qualifications structures, review and delivery – see section

5 below
2.1 Skills for Logistics point out that their industry faces two challenges here – to ensure that new entrants have the skill levels now required and to enable existing employees to raise their skill levels. 

Solutions/planned actions:
· Develop a modular range of Skills for Life materials contextualized for the sector to be used by new entrants and existing employees. These should support a range of delivery modes such as individual, self-study at home, workplace group training and delivery in training organizations – pilot programmes have taken place in Scotland
· Use the Professional Development Stairway to work with employers to establish the literacy, numeracy and everyday skill requirements of job roles across the sector – this initiative should help in the development of Information, Advice and Guidance services and the development of training programmes and qualifications for the sector
· Review the content of current qualifications and training frameworks at level 3 and below to establish the literacy/numeracy/everyday skills needed by candidates to complete their programmes – this can then be used to assess gaps and identify additional support needs
2.2     Semta 
Solutions/planned actions:

· a particular action has been a partnership with Job Centre Plus to work on their employability agenda 
· identification of basic/core skills needs in training programmes

2.3 Skills Active 
Solutions/planned actions:
· have restructured their Committee Structure and Employer Networks to have 3 sub-groups one of which will concentrate on Entry Levels issues, including basic and soft skills

· another sub-group will look at workplace-based CPD to include short courses and bite-size learning

2.4 Skillfast 

Solutions/planned actions:

· Create a pre-employment programme covering employability skills, literacy/numeracy, languages – which are all contextualised
3.0 Leadership and Management Skills
Highlighted by all SSCs – applicable across the whole of the UK
All the SSCS report that leadership and management skills are critical for success and are lacking in their sectors. Once again because of changes in working practices and organisation these skills are needed more and more. The increasing pressure on all sectors to improve their performance has meant a greater need for management to be able to motivate the workforce, to plan for workforce development and production and to be able to deal with work-related problems and issues. 
Each SSC will put its own spin on leadership and management skills but each identifies several generic needs and some sector-specific needs. 
3.1 Construction Skills stress the qualities needed of their site managers - being able to adapt their skills set to deal with greater risk, wider involvement in the whole construction cycle and a partnering culture. The ability to plan for, procure and manage the handling of materials and production are important – the supply chain.
Solutions/planned actions:
· the development of Management and Leadership diagnostic tools supported by relevant programmes for existing and new staff; partnerships with HIE and others to up-skill staff carrying out management jobs without the requisite qualifications
· lack of soft skills needed for successful partnering is a critical problem – a £2 million fund has been established to provide relevant management and supervisory training, supported by federations like the National Federation of Builders 

3.2 Cogent and Semta have identified similar gaps in management – those with leadership abilities; the need for front line supervisory skills; managers of multidisciplinary and interdisciplinary projects; supply chain and continuous improvement managers; sub-contractor management skills; core technical support skills; negotiation skills

Solutions/planned actions:
· the development of an appropriate range of management programmes particularly in the areas of knowledge, change, project, risk, financial and innovation management; 
· Semta to pilot new Polemics national occupational standards in supply chain management 
3.3 Lantra echo some of these management issues and include developing business strategies and financial and contract management – which are needed in all SSCs. Marketing and niche marketing initiatives are also relevant to all SSCs. 
3.4 e-Skills UK unsurprisingly point to the critical place of IT in leadership and management skills – again something all SSCs would agree with to a greater or lesser extent. They stress the pivotal nature of IT in any planning, decision-making and evaluation of processes and inputs/outputs.
Solutions/planned actions:
· e-skills UK have launched a new website dedicated to the pioneering IT Management for Business (ITMB) BSc (Hons) Degree. ITMB has been created by leading international companies to ensure that graduates get the combination of business and technical skills that are vital to business today, and tomorrow.

3.5 Skills for Health report significant gaps in leadership and management skills and the need for managers to be the catalyst for meaningful dialogue and collective action with partners at national, regional and local levels in order to align priorities, planning cycles, funding cycles and the various regulatory and QA systems.
3.6 Skillset point to the biggest skills challenges being in this area in terms of business and creative strategy. With continuing technological advances there comes leadership and management challenges – these may include dealing with issues around programme innovation, deal structuring, investor relations, cross-media ownership and extended scheduling skills. Changes within the leadership and management roles of the producer, business development manager and managing director will be significant.

4.0 Technical Skills Gaps and Shortages

(subsumes issues to do with poor collaboration between employers and education/training bodies and awarding/accreditation bodies; dissatisfaction with suppliers of education/training)

Highlighted by all SSCs in some ways but particularly applicable to the engineering related SSCs like Construction Skills, Cogent, Semta and Skillfast. To a great extent these issues apply across the UK not only Scotland.

Productivity has increased in several sectors despite serious technical skills gaps and shortages. This is partly explained by technological advances, some downward pressure on costs and the development of more flexible working practices. Such factors will not overcome the adverse demographics that affect all SSCs with various skill bases used to filling short and long-term gaps becoming depleted. This latter point links directly into the previous theme in terms of recruitment and development strategies. 

· The existence of technical gaps and shortages in most SSCs is partly blamed on a lack of interaction between sector employers and those providing training and poor links between existing qualifications and the technical needs of the sectors. It begs questions of accreditation bodies and the whole area of how they identify needs, scope and develop their qualifications. 

· All SSCs argue for more graduates with relevant degrees or HNC/Ds who are ready for productive employment and able to absorb training for new technologies and business processes. There is a general plea for upskilling of workers at all levels.

NB** Given the serious skills gaps in many sectors and the difficulties raised with current suppliers it is no surprise that a major solution and/or planned action for England by most SSCs is an application for a Skills Academy (see 6.1 below) and Brokerage initiatives (see 7 below) 
4.1 Lantra reports an increasing need for high level sector-specific technical skills, including specialist machinery operations, plant and husbandry skills. Cogent has some very high level sector-specific skills shortages in particular academic disciplines within the chemical sciences. Construction Skills reports skills shortages in wood trades, bricklaying and plasterers. Semta argues for increasing the supply of skills at levels 3, 4 and 5 and the need for more skilled craftspeople, technicians and graduate engineers. Skills Active reports technical skills shortages specifically within the Caravan workforce and they also point to a low level of employer engagement with colleges and universities as a contributory factor to courses lacking the correct technical content. 

Solutions/planned actions
· Construction Skills report on the need to increase the level of quality of applicants for construction-related degrees. A partnership with HE has been agreed to develop Foundation degrees which meet the industry’s needs. There is a £1 million fund set up through the “Inspire Scholarships” scheme to sponsor undergraduates who choose a construction-related degree
· Construction Skills have also created a Network Advisory Group in Skills from their Skills Network which includes employers, SFC, Scottish Executive, CE of ESF Objective 3 and other stakeholders
· Semta’s National Brokerage project - offering initial intervention to SME's and either direct support or referral to relevant Business or Skills solutions.

· A partnership between ConstructionSkills, Jobcentre Plus and Inverness, Nairn, Badenoch & Strathspey Enterprise (INBSE), has resulted in the development of a unique approach to addressing the area's construction skills shortage.  Eight trainees have begun an intensive three-week training programme, after which they will begin four-week work placements with one of twelve employers signed up to the programme.  The participating companies are prepared to offer each of the trainees a job, providing they pass their training course and progress well during their site experience.  The programme is being funded by INBSE through the Scottish Executive's Training for Work programme.  ConstructionSkills had consulted with employers throughout the Highland Construction Training Group to select an appropriate programme.   The trainees were identified by Jobcentre Plus and INBSE identified training providers and put the funding package together
· Asset Skills, in conjunction with Construction Skills, Summit Skills and Constructing Excellence have produced a Sustainability Skills Matrix for the Built Environment to enable organisations to identify sustainability issues and help to reduce their environmental impact.  Moreover, it enables organisations to improve their workforce skills, enabling successful responses to changes in legislation and working practice.  The matrix is the first product of its type to identify sustainability issues alongside skills and competencies. 
· Skills Academy applications
4.2 Skillfast highlight the shortage of external provision dealing with key technical skills which leads to shortages and gaps in production skills. They partly point to the fact that there is little interaction between the sector employers and the supply side (providing the training) and that there is a need to increase the technical content of some courses. 
Solutions/planned actions:
· more involvement of employers when establishing national occupational standards and developing qualifications and 
· more kite-marking of suppliers and courses that meet these standards. 
4.3 Skills for Health
Solutions/planned actions:
· a stronger employer voice and influence with regulatory/standard setting, awarding and QA bodies

· more action to address “getting the message across” to employers about the link between skills/competences and productivity/service planning/re-design

· systematic incentives and mechanisms for employer commitment to and engagement with the skills agenda

4.4 Skillset expresses similar dissatisfaction with provision within colleges and universities and their ability to prepare graduates adequately for work, particularly in some of the more technical skills – working with new production technologies like HD. Given the oversupply of applicants for employment in their sector Skillset also have concerns about unrealistic aspirations as well as inappropriate levels of skills and experience.

Solutions/planned actions:
· Partnerships to support small businesses who lack the skills – developing tailored support packages to target those SMEs that fall outside of the enterprise funding network
· “Creating the Future” action plan which emanates from the SSA for Interactive Media – this it is hoped will be a catalyst for action and collaboration at school, FE/HE and in business. It has created an Interactive Media Skills Forum and a Computer Games Skills Forum both of which will be critical in determining and defining skills needs and developing all future skills development initiatives
4.4     Cogent

Solutions/planned actions:

· Nuclear industry focus on apprenticeships, Skills Academy, passport (developing standards and qualifications)

· Petroleum (refining) focus on Competence Assurance

· Chemical Industry focus on “Gold Standard” (closing the skills/qualifications gap)

· Polymer Industry focus on access at level 2 as well as higher level innovation and design

· Oil and Gas focus on pinch points and capacity and capability
    5.0 Qualifications Structure and Delivery
Highlighted by all SSCs – applicable across the whole of the UK
Underpinning many of the comments on this theme across the SSCs is some dissatisfaction with existing qualifications at various levels; the relevance of at least some aspects of college/university provision to the relevant sectors; too little interaction with employers and national occupational standards than is thought necessary; a lack of coherence and progression in qualification suites; a need for new delivery mechanisms including “blended learning” and “bite-size” learning; parity of esteem and better links between vocational, academic and professional qualifications
All SSCs comment explicitly on this theme and they provide sector-specific activities and solutions. 

Each sector is keen to bring together all qualifications used in their industry/sector into Qualifications structures or Pathways that show clear progression routes which will allow individuals to plan a career path (the work on the SCQF Employers’ Toolkit in Scotland should be very helpful in terms of this issue) 

5.1     Skills for Logistics

Solutions/planned actions:
· has created a Professional Development Stairway which is intended to act as the careers road map for everyone that works in the logistics industry. The Stairway provides details of roles, tasks and responsibilities, competencies expected at each step, qualifications at each step and where and how to achieve them
· they intend to establish a National Relevance Forum as part of the process of placing employers at the centre of skills development – this Forum will cover the full range of craft and core skills in logistics and will involve both managers from logistics companies and training providers and will be responsible for the creation and regular updating of what is in effect a National Curriculum for logistics throughout the UK
· The Relevance Forum will be combined with the establishment and implementation of standards for the administration of logistics programmes in a National Logistics Academy – this will create, update and disseminate the National Curriculum; establish and police high level standards for administering training; and offer “teacher training” for people involved in logistics training to ensure that the standards and relevance requirements are understood
5.2 E-Skills UK 
Solutions/planned actions:
· planning for employer-defined skills frameworks and standards with educators requiring endorsement by the SSC in order to increase their engagement with employers

· they suggest the need for a more coherent qualifications structure tied in to a number of collaborative projects which take in schools, FE and HE, employers and training providers. 
· They stress that a number of the SSCs mention the importance of IT in delivering qualifications and training – particularly in terms of a “blended learning” approach. 
· Following publication of the Sector Skills Agreement for IT in July 2005, an agreement between the Learning Skills Council (LSC), Qualifications Curriculum Authority (QCA) and e-skills UK was reached in direct response to UK employers demand for 7.6 million employees to improve their IT skills over the next three years. The agreement outlines an ambitious plan to create a coherent strategy in the area of IT user skills provision. The goal is to simplify and streamline IT qualifications provision and create an environment that will deliver better return on the collective investment in skills acquisition and encourage employers to invest even further. Details of the agreement were sent to all interested parties early in 2006 and this generated positive feedback from education providers, stakeholders and employers. 

5.3 Skillfast 
Solutions/planned actions:
· is planning for kite-marked qualifications built on established and agreed standards with employer guidance and backing. They hope that employers in the future can select from a range of “building blocks” taken from existing qualifications leading to training that more clearly reflects business needs. 
· they also suggest a need for more “blended learning” approaches in delivery
· they intend giving employers more opportunities to work with their HE Academy as external examiners

· they intend developing a Skills HQ made up of employer-led dedicated specialist industry training centres with networked centres to achieve geographic coverage; they should have a trainer training role
5.4 Skills for Health point to the number of new roles and competences in their sector which require changes in education and training. 
Solutions/planned actions:
· they are looking for a shift towards skills rather than qualification-based funding of learning and skills development/provision. 
· they are also keen to see the removal of structural and system blocks which hinder access, movement, transferability and interchangeability of roles, skills and qualifications

· they are keen for employers to have a stronger voice and influence with various awarding and accreditation bodies. They suggest a “route map” of skills across the UK Health sector to give better advice and guidance, access to learning provision brokerage and funding arrangements
· they suggest a need for more skills development solutions with more flexible, modular and widely accessible formats eg utilising an e-learning approach

5.5 Construction Skills comment at length on problems with the learning and qualifications frameworks. They believe the current apprenticeship system does not meet the needs of individuals or industry

Solutions/planned actions:
· they suggest the unitisation of N/SVQs which they say are too inflexible
· they are looking for more flexible and user friendly assessment regimes – without losing rigour
· they also comment on the lack of a clear flexible education/career ladder from school-based programmes through initial skills training at college and university to ongoing CPD to support life long learning in their sectors 
· they are keen to open up access to more and varied entry routes including apprenticeships and to see more “bite-size” learning approaches to delivery
· their major move forward is the Skills Academy (see 6 below)

5.6 Skills Active 

Solutions/planned actions:
· is looking for a rationalisation of existing qualifications pointing out that the perception of employers is of too many qualifications and a low level of employer engagement in the development of these qualifications
· they have a Service Level Agreement in place with SQA to undertake work on standards and qualifications

· they also point to an imbalance of a number of HNC/D awards and very little first degree provision. They have recommended a greater emphasis on CPD and workplace learning and bite-sized learning

· they have a very successful forerunner to the Skills Academy running in Wales and are keen to replicate this model in Scotland particularly for Playwork
· they are keen to introduce a kind of Skills Academy in Scotland with a hub of learning and qualifications linked to a network of employers and training providers

5.7 Skillset

Solutions/planned actions:

· Looking to recruit at least a part-time person to bridge the gap between SQA and Skillset, to help review, revise and develop qualifications as appropriate and as part of a Service Level Agreement

· Skillset has also announced their intention to realign industry qualifications and develop a cohesive framework with clear progression pathways in the Audio-Visual sector in partnership with City & Guilds; they also hope to use this partnership to tackle the lack of awareness that new entrants into the profession have of industry needs

· they have also established two important forums as a mechanism to help consultation on an audio-visual qualifications strategy: the IQF – Industry Qualifications Forum to include Skillset’s existing Sector Forums and other industry stakeholders and the AVQF – Audio Visual Qualification Forum which will have membership from the various awarding bodies and regulatory bodies including QCA, SQA, ACCAC and CCEA
6.0 Models to address Supply and Demand Issues

6.1 Skills Academy approach
In order to address a number of these supply and demand issues most SSCs in England have placed Expressions of Interest bids to develop Skills Academies with four – Engineering, Construction, Financial Services and Food & Drink -  being successful so far.
In their Expressions of Interest these SSCs cited many of the issues detailed above – over provision in some skills areas; lack of fit for purpose provision in other skills areas; a lack of consistent quality and a range of qualifications which meet only some aspects of the employers’ needs; confusion over which training providers could offer high-quality programmes that could meet their needs; tutors and trainers were felt in many cases to be out of date with current manufacturing practice and techniques. In addition the employers felt that current funding mechanisms were difficult to understand. In many cases employers had moved away from using publicly funded provision and providers and used their own in-house training only. 
They also suggested that SMEs and other small organisations found it difficult to engage in training offered by many of the existing providers, as they were unable to afford to release employees from their operational role in order to undertake training, as was required by most training providers and colleges. 
They naturally concluded that there is a need therefore for provision which is flexible in delivery model, mode and length in order to minimise time away from work and to ensure that SMEs have equal access to training for their workforce. SEMTA point out that this is a particularly crucial need for aerospace companies, the majority of which are indeed small, but it is also a sector which is looking to improve its attractiveness to a more diverse workforce. Women, especially, can be excluded from training by a lack in flexibility in how it is delivered. 
It was generally agreed that no one model fits all problems or sectors so different models of Skills Academies have been proposed to deal with some common issues and to account for peculiarities within their own sector.

6.1.2  SEMTA proposed that the Manufacturing Skills Academy will perform the following key functions: 
· Delivery of priority skills - Developing a skills matrix and consistent delivery programme for the priority areas of Technical Workforce Development: Business Improvement Techniques Levels 2 – 4 and Leadership and Management, across all manufacturing sub-sectors; Coordinating the network of providers, through the regional structure, to ensure that employers’ needs are met and the workforce is engaged 
· Raising quality and capacity - Ensuring consistency of delivery standards: validation of providers and curriculum by industry, on the basis of the need for productivity improvement and mapped to international standards; Training and upskilling of CoVE, college, private provider, employer and schools staff, to meet the standards set for training delivery and assessment ; Working with the LSC and SEMTA on accreditation of CoVEs; Coordinating of learner work placement and teacher/trainer placement opportunities in the sector; Building on the success rates of Engineering Apprenticeships 
· Information and guidance - Single point of contact for information on providers and courses and funding (This has previously been piloted by SEMTA and has proved to be extremely successful, particularly with SMEs)
· Curriculum development - Evaluating and streamlining the current, extensive qualification portfolio to provide a national curriculum which meets the needs of the employers in a simple and coherent framework that focuses on the priorities of each manufacturing sub-sector; Developing and promoting the core national curriculum and assessment methods including e-assessment, in partnership with SSCs and the Qualifications and Curriculum Authority (QCA); Being the focus for the delivery of the new vocational diplomas and the 14-19 curriculum; Supporting leading specialist schools and others in preparation for the delivery of the new diplomas; Supporting providers in the delivery of unit based courses; Developing, through its network, globally competitive training materials based on international standards; Enabling, wherever possible, wider access to state-of-the-art facilities and materials for training and development; Developing a virtual learning network – videoconferencing, simulations, e-learning portal 

6.1.3  Construction Skills plan to create site-based training centres linked to major construction projects and to Centres of Vocational Excellence (CoVEs) co-ordinated by a central hub. The group will start with four site-based training centres and two mobile units, with at least one of each in place to support the construction of the Olympic facilities in London. Also planned is a Centre of Innovation for curriculum development, development of models for on-site and mobile training centres, quality assurance and 14-19 provision
6.1.4  Improve plan to develop a virtual hub and spoke model for their Food and Drink Manufacturing Academy with spokes taking the form of academy centres of excellence officially recognised, accredited and monitored for the delivery of high quality learning. Spokes could also become a centre of excellence in a specialist field, for example; management, food safety, bakery, soft drinks manufacture. The team will be incorporating the Green Card (UK Food and Drink Skills Passport) into the academy to ensure all skills and qualifications can be recognised by employers. The aim is to have the virtual hub and at least five centres of excellence ready for delivery by September 2006. 

6.1.5  Cogent and Skills for Health are currently consulting on the Skills Academy agenda with their employer and stakeholder networks

6.2  Business Support and/or brokerage
This is highlighted as an issue by several of the SSCs – particularly by SEMTA, e-Skills UK, Skillset and Construction Skills and increasingly by the Tranche 2 SSCs. In their October 2005 Report “Sector Skills Councils and Brokerage” the Skills for Business Network laid out the case  for involving SSCs in brokerage as follows: 

“Sector Skills Councils are ideally positioned to help develop employer brokerage services, and in many sectors, to deliver them directly. We are employer-led organisations, working successfully to show employers in our sectors how appropriate investment in their firms can reap rich rewards, and in close contact with those employers every day. We employ trained and knowledgeable staff who know the issues, know their sectors, and know how to communicate with employers. They not only listen, but act on what they hear. We cover the whole economy and the whole country. We offer strong strategic partnership and effective delivery of services. Sector Skills Councils represent employers across the UK, and we know that any employers, large and small, operate across regional boundaries. Since these boundaries tend to be invisible as far as employers are concerned, we are offering to play a role in brokerage services by providing one-stop access for employers in our sectors, whether by brokering delivery or brokering communications across regions.”

They proposed THREE models of involvement of SSCs in brokerage services for England. Model 1 could be offered as a core offering by all SSCs while Models 2 and 3 are offered by selected SSCs in selected regions. Model 1 is essentially an Information, Advice, Guidance and Quality Assurance model. Model 2 an offer to go further than what is provided in Model One, by using time and resources to be more active in advice and training of brokers. Model 3 involves delivery of brokerage services by the Sector Skills Council, directly to employers in its sector, whether that be general business brokerage, or skills-specific brokerage – certain arrangement may be required here to avoid conflicts of interest.
These brokerage models can be seen in the examples below (although mainly from England):
6.2.1 e-Skills UK’s Action Plan for Scotland identified brokerage as an area to be explored and defined it as the development of coherent, employer-centric brokerage for IT-related skills. They suggest integration with the DTI Business Performance diagnostics, e-skills UK’s diagnostic tools, accreditation of IT specialist brokers, quality assurance, IT Professional CPD and IT-related skills brokerage toolkits to help smaller companies particularly to identify suitable training at all levels and access relevant funding support.
6.2.2 Persuading engineering employers to identify their future skills needs is critical to the medium-term success of the sector. As a result, SEMTA is piloting a scheme which will offer a free “skills check-up” to small engineering companies with fewer than 250 people. Under the national sector brokerage project, which is a partnership with the Department for Education and Skills, Jobcentre Plus and the European Social Fund, employers will be able to have the training needs of their staff assessed, leading to a relevant training programme. The issues addressed include linking business objectives to decisions about training, benchmarking performance and productivity. SEMTA also propose that their Manufacturing Skills Academy will also work with partners to promote the positive image and profile of the manufacturing sector through - the provision of advice and guidance to schools, colleges and universities, and Connexions  encouraging young people to view manufacturing as an exciting and diverse career option; advising on initiatives designed to engage schools and pupils in manufacturing and engineering activities, to bring greater coherence and ensure that funding and effort has a clear focus and purpose; involvement in activities and events 
6.2.3 Construction Skills has a wide range of services which come under brokerage. They have a number of diagnostic and delivery tools which include training needs analyses and training plans linked to business plans as a route to accessing grants. They also have a team of Company development Advisers who work closely with employers to promote business improvement using Investors in People, the “Blueprint for Building Performance” programme and similar developmental programmes. 
6.2.4 Lantra’s flagship brokerage model operates in Wales under the title “Farming Connect” and in Scotland it is the “Farming Business Advisory Scheme”. Developed as a result of the foot and mouth epidemic of 2001 this is a multi-agency activity which provides tailored business development and related skills advice to all, but primarily to farmers. Lantra’s role is to develop and quality-assure advisers, develop and disseminate tools to aid the identification of skills’ needs and provide information on available development opportunities.
6.2.5 Skillfast-UK held an LSC contract in England and identified companies interested in training their staff. They supported these companies through a Training needs Analysis and sources appropriate quality providers to address the relevant needs. Each company was introduced to the provider and to the LSC prior to the start of the training programme and the whole process was fully explained. Employer feedback was very positive.

6.2.6 Cogent are committed to provide brokerage skills services in targeted regions. They approve, quality-assure and audit training centres in line with finalized national standards. They manage and monitor training activity and outcomes and maintain a database of trainees.
6.2.7 Skills Active already has brokerage in Wales on behalf of employers and a pilot in London for ETP brokerage. They operate a Register of Exercise Professionals for their sector. They are keen to be the first point of contact for all employers in their sector for information and resources on training, skills and qualifications. They want a quality assurance system for qualifications and training implemented through a brokerage system. 
6.2.8 Skillset – their direct brokerage activity is currently limited to a specific business support project in independent television and partnerships with generic brokers in London but they have aspirations to widen this to include accreditation/approval of specialist brokers operating in the sector and building capacity through training and development of peripatetic brokers that can work with agencies.
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