Annex 1
‘Notes and Quotes’ section

This section to provide a summary note of each SSA ‘evidence’ base/comment related to M&L, IT and CS, with ‘compendium’ of quotes.
PATHFINDERS – Stage 5 documents reviewed
1) e-skills
Note:
The SSA seeks to address the needs of the 1.2m in the IT workforce, 20m who use IT every day, and the current 4 million identified business managers and leaders who need to understand how to realise the potential of IT. The focus in the review has been on the latter.

The key evidence document that underpins the SSA is the ‘IT Insights’ publication

Employment in the IT industry is forecast to grow at 5 to 8 times the average UK employment growth over the next decade

Management and Leadership
The references to Management and Leadership are all entwined with those related to the need to provide the identified 4 million business managers/leaders in the UK that require additional knowledge and skills in order to exploit IT within their businesses to increase productivity. There is no separate identified ‘generic’ management and leadership needs highlighted specifically in addition to this, although it is reflected that growth in the UK within the sector will predominately be in high value roles which demand sophisticated skills in ‘business, client relationship and project management alongside deep technical competencies’.
Exploitation of IT
This is a key strategic area inherent within the SSA. One of three key target areas within the SSA is the ‘Business Managers’ – 4 million people performing business management and leadership roles in the UK that need to be enabled to recognise and exploit the power of IT in driving competitiveness and productivity.

A current challenge is the fact that the UK lags behind other countries in key measures of IT exploitation such as the ability of customers to order online. The SSA reflects an IT skills strategy, which is based on 4 strategic objectives. Under one of these, two elements in particular relate to this area:
· Prepare future business managers with the skills to thrive in the e-economy

· Address the skills needed for business managers – especially of smaller companies – to realise the benefits of IT

SOLUTION - 
The solution identified within the SSA is related to the creation of the ‘e-business Academy’-  a business-focused national hub for IT related skills development and support which helps companies in all sectors operate more effectively in the e-economy.

A key component within the support envisaged is related to the ‘employer-designed IT Strategic Management Toolkit’. This is clearly the further development of the ‘Business It Guide’ which is proposed in this year’s Exploitation of IT proposal. The toolkit is also identified as being linked with the other key component of this solution, the employer designed IT Management for Business MSc

Customer Service

Little direct mention of this, just ah hoc references to the need for client relationship skills in the future.
Quote:

Employers reporting that the e-business Academy ‘the employer-designed IT Strategic Management Toolkit is providing them with just in time information, learning and other resources appropriate to their needs

‘Companies across the UK are increasingly needing to exploit IT to achieve their business goals – driven by competition, broadband, and the increased availability of software packages tailored to smaller company needs. The proportion of micro and small businesses with a website grew by 16 percentage points in 2004, and the proportion of businesses trading on line is also growing – an increase of 11 percentage points in a year for micro and small businesses and 4 percentage points for large and medium companies. Research shows that more than a million managers and leaders across the UK need to increase their IT skills to meet business requirements.

Key development areas for the e-business Academy over the period 2005-2008 include
‘IT Strategic Management Toolkit – the development of a cross-sector, employer-designed tool to support business managers and leaders with a structured approach to the strategic exploitation of IT. Created in partnership with sister SSCs, this tool will link employers to information, training and other resources as appropriate to their particular stage of e-business implementation. This will be suitable for direct use by employers and by intermediaries supporting employers, and will be linked into relevant manager/leader support offerings/ it will also be linked to the development of embedded degree modules in IT strategy and innovation

Partner Contribution Quotes (not sure if needed…)?
The Department of Trade and Industry (DTI) is supporting the development of the employer-led Skills Framework for the Information Age (SFIA) as a leading IT skills framework for UK industry. They will support the integration of the employer-led ITQ / e-skills Passport with the DTI Business Performance Diagnostic, and they will work with e-skills UK as a strategic partner to help design and develop the DTI’s new planned business diagnostic aimed at micro SMEs.

The Higher Education Funding Council for England (HEFCE) has committed to support the rollout of the employer-led Information Technology Management for Business (ITMB) BSc (Hons) degree.

DfES will work with e-skills UK and the LSC to agree the sector content of the

integrated Skills and Business Support Brokerage Service and the potential

SSC role in that, within the broader policy framework of the National Employer

Training Programme. e-skills UK will contribute to the development of DfES policy for piloting Level 3support to employers through the National Employer Training Programme.
DfES will support the development of e-skills UK’s proposal for the e-business

Academy, operational from 2007.

DTI will work with e-skills UK as a strategic partner to help design and develop

the DTI’s new planned business diagnostic aimed at micro SMEs.
DTI will support the integration of the IT Strategic Management Toolkit within

DTI business diagnostic products as part of their management and leadership

programme.
The DTI makes a funding grant to RDAs/Business Links to support SMEs in

taking action arising from the use of the DTI Business Performance Diagnostic.

DTI will help to influence RDAs / Business Links in linking this funding grant

with the SSA for IT and the needs identified for IT-related skills development.

DTI will support e-skills UK in coordinating key stakeholders which support

SMEs in terms of underpinning business performance with IT skills.

The LSC will work with e-skills UK to develop a Purchasing Plan for IT that

reflects SSA priorities and which ensures that public funding is realigned to

training and qualifications identified as fit for purpose (meeting employer

need).

Ui learndirect will work with e-skills UK to integrate employer defined IT skills

elements (eg ITQ / e-skills Passport and the IT Strategic Management Tool

Kit) within the Ufi National Resource Service.

Ufi learndirect will partner with e-skills UK to define appropriate commercial

arrangements for the mapping of Ufi learndirect courses to employer-defined

tools and diagnostics.

Ufi learndirect will work with e-skills UK to prioritise funding in line with

employer requirements, including identifying funding options at level 3 and

higher.

Other

Careers advice
Undergraduate development
Gender imbalance
2) SEMTA
Note:

Management and Leadership
Management and Leadership is seen as a key skills development area for SEMTA, requiring world-class management skills to be able to develop business in an international context and highlighting that across the UK significant skills gaps exist regarding capability in Management and Leadership. Leadership is viewed separately in that its development is required to implement policy, strategic and commercial leadership are highlighted. Specific types of management skills are highlighted and listed, which include supply chain and project management skill requirements.

SOLUTION

In relation to SMEs, a sharing of good practice approach is highlighted as one solution that will facilitate them to contribute jointly to achieve solutions, reflecting the ‘Action Learning for Leaders’ approach.

Exploitation of IT

No direct mention of IT exploitation requirements, but several implied references, such as the requirement of individuals to have the ability to ‘absorb’ new technologies and business processes, the need for ‘business models’ that can provide measures of success and support the development of skills within companies to meet business objectives, including increasing performance levels. 
Customer Service
No direct mention of a skills need in this area.

Quote:

Management and Leadership: The sector needs world-class management skills to be able to develop business in an international context. The UK workforce demonstrates important skill gaps regarding their capability in Management and Leadership. The employers have described a number of skill sets in management that are vital to the success of the business where the current competence across the industries is variable. Employers have also identified leadership development among intermediate level occupations as essential in implementing policy throughout the business.

Productivity and Competitiveness Training in ‘Lean’, ‘Six Sigma’ and other types of business improvement techniques, new product and process development and implementation, supply chain management and project management is essential.

Technical Workforce Development: To support high value added investment, the sectors need to up skill across the board from skilled operators at level 2, craft and technician at level 3 and technician at level 4. As with other sectors, they need multi-disciplined craftspeople, well grounded in the fundamentals and able to absorb training for new technologies and business processes.

Business Models that provide measures of success need to be applied down the

commercial supply chains many of which serve more than one sector. Companies have knowledge of the skills required to meet their business objectives and, within the confidence levels associated with forecasting business performance, are best placed to forecast skills needs.
This concept is currently difficult for the Small and Medium sized Enterprises to achieve, as their purchasing power is smaller, but through sharing best practice throughout the sector and contributing jointly to achieve the required solutions, the workforce can be developed in line with the business needs.

Develop infrastructure and support the development of programmes to deliver best in class skills in:

• Knowledge management

• Project management

• Change management

• Risk management

• Financial management

• Negotiation

• Entrepreneurial management

• Innovation management

• Application skills

• Customer relationship

• General management

• New technologies

• People management for scientists

• Developing the workforce

Improve the skills of the sector in the areas of:
• Strategic Leadership

• Commercial Leadership

Expand capability and capacity for Team Leader and First Line Supervisors

Partner contribution quotes?
‘establish a High Performance Working Forum and task the Forum to design and pilot the delivery of suitable programmes to improve the skills of leaders Develop the skills of coaches to work with future leaders. 
The LSC commits to the continued delivery of the Business -

Improvement Techniques (B-IT) qualification. The LSC recognises the centrality of Business - Improvement Techniques (B-IT) to the sector and commits to supporting the rollout across the LSC regionally and locally within the normal funding and planning constraints

RDA - examples of commitments

EMDA
‘engage with clusters and employer groups to demonstrate/ confirm the business drivers identified in the Sector Skills Agreement, and the skills issues emerging from these drivers. Develop a regional employer engagement strategy – direct link to priority 1 of the EmploymentSkills and Productivity Partnership. Innovative support for the priority

clusters. Use proven diagnostic tools (e.g. PACMAN) to identify skills development needs in individual companies arising from business development needs and gain employer commitment to addressing these needs Training Needs Analysis for businesses’

West Midlands

The key priority for action is the development of higher level skills for higher value added products and services, the provision for which meets the principles set out above. Specific areas for action are:

• management and leadership

• tackling the graduate skills deficit
Other
Manpower Planning and Recruitment:
IAG
3) Skillset
Note:

The SSA reflects that this sector is dominated by a large number of small companies, many of whom are freelancers.

A key future development note is the fact that as part of the Sector Skills Agreement the film industry has decided it wishes to consult on the establishment of a statutory training levy to replace the current voluntary arrangements.
Management and Leadership
There is a clear identification for the need to develop both management and leadership skills within this sector.
SOLUTION 
Suggested solutions include company based management and leadership diagnostics and support for flexible management and leadership programmes, specifically aimed at SMEs (mentor and short course based delivery); This is in line with the Action Learning for Leaders approach
Skillset intend to develop and implement a management and leadership action plan aimed at driving up the quality of skills across the sector
Exploitation of IT

The sector, in terms of businesses, is expected to become more complex and therefore the understanding of new technologies within a business will become more important, and a significant skills gap identified is a general awareness of company development.
It is explicitly stated that small companies need help to identify generic business practices and models that will help their businesses remain competitive and
Ultimately stay in business. Companies and individuals need to be able to find information easily about existing resources and funding that is available through agencies and trade associations.

Customer Service

No direct mention of this as a skill need within the SSA
Quote:

Over 90% of the production workforce is freelance often employed by small companies that are established to make one film.

Freelancers are expected to come to the job with their skills in place but in an industry when skills are largely developed on the job, this poses a significant challenge.

However, as the business model and technologies underlying the film industry become more complex, individuals will need to develop a more sophisticated understanding of how the different sectors and functions of the industry inter-relate and of the impact of new technologies.

Another very significant area of demand is around business skills and company development. There is a need to ensure that those just starting out and those already in the industry, have the necessary business and management skills to make the most of the opportunities presented to them. The need to improve business and management skills has been identified in the production sector, which is dominated by small companies, but also by a significant number of the industry’s larger companies, principally in the distribution, exhibition, and facilities sectors. The demand for business and company development skills ranges across general management; development of entrepreneurial skills; human resource issues including recruiting, retaining and developing staff; people management; and business development and finance.

The need to improve business and management skills has been identified by a significant number of those consulted across all sub sectors of the film industry; distribution, exhibition, production, post production and facilities. Current provision is not meeting this need and specific recommendations have been developed and are aimed at supporting business development throughout FE, HE and industry based provision.

Skills gaps are of particular concern in business skills, commercial awareness and management and leadership, key to the industry’s current and future competitiveness. This is compounded by the fact that this is a creative industry attracting people from creative backgrounds who frequently have not the opportunity or lack the inclination to acquire the skills needed to manage people and businesses effectively.

Looking to the future, the biggest skill changes anticipated over the period to 2010 are likely to be within the higher level occupations associated with business and creative strategy. The change drivers and accompanying trends affecting the industry will give rise to a series of challenges demanding skills around programme innovation, deal structuring, investor relations, cross-media ownership, fluency in IP issues and extended scheduling skills moving across channel, across platform and across time. This impacts on a range of occupations concerned with planning, funding, co-ordinating, versioning, aggregating, packaging and selling TV products and services. These include the roles of producer, business development manager, managing director, market/audience analyst, scheduler and commissioning editor. It is anticipated that significant changes in emphasis within these roles will be required for the UK industry to fully develop and thriveover the next few years.

The large number of SMEs, high levels of freelancing, and industry’s preference for on-the-job learning raise particular challenges. The industry is clear that providing baskets of company and individual skills tailored and targeted at priority clusters of companies and individuals will be key to underpinning the industry’s creative and commercial success.

A strategic, contextualised and targeted sectoral approach to business development and company support for skills development, particularly for SMEs;

Looking to the future as the industry is likely to be affected by consolidation, outsourcing and an increase in specialisation combined with more flexible freelance working patterns, the workforce will see an increase in the demand for ‘T’ skills (specialist deep skills combined with broad general skill and cross-disciplinary awareness); will be required to commit to ongoing skills acquisition and will need to develop higher level leadership and management skills.

As highlighted earlier a significant skills gap is a general awareness of company development. It is also reported by industry that there is a shortage of industry level provision in this area by credible companies or individuals.

Small companies need help to identify generic business practices and models that will help their businesses remain competitive and ultimately – stay in business. Companies and individuals need to be able to find information easily about existing resources and

funding that is available through agencies and trade associations.

All research carried out as part of the SSA process has consistently identified the priorities for SMEs as being;

• the need for targeted contextualised business support for those companies to remain in business and to grow;

• linked to the above 26% of employers surveyed identified a need for management and leadership training;

• and in addition to the above support for small businesses to develop higher level skills in-house..

• In all three sectors the future of the industry and its competitive edge relies on developing the SME sector and establishing a business ‘culture’.

• Although the three sectors covered by this agreement operate in different business environments, all face similar issues and have the potential to grow and increase the employment base in the sector by focussing on the business, management and leadership issues as well as creative ideas and technical skill.

• Entry to the industries continues to be, predominately, via SMEs. Equipping these companies with the tools to develop sustainable businesses and also best practise management techniques will directly impact on their capacity to deliver entry level training to develop the future creative entrepreneurs.

Other:

Health and Safety
IAG

Employability
Recruitment
4) Construction skills
Note:
The SSA is pivotal to improving the business performance of construction companies, particularly the 95% that employ fewer than five people. It is estimated that 39% of the industry’s workforce is self employed.

Management and Leadership

The need for management and leadership skill development is a key priority for this sector, as highlighted by the numerous references to it throughout the SSA, although this also emphasises that there is a lot of activity going on to support this need. A clear weighting to developing the leadership and management skills needed to manage and work within integrated supply chains is evident.
SOLUTION

Several collaborative solutions are identified, working with key partners such as IiP UK, but the most significant feature of this sector is the involvement of the employer sector (not surprising given the training levy that operates) with reference made to the Management and Leadership Framework being developed for the industry.

A key note is that Construction skills have played a lead role in the development and testing of the ‘Action Learning for Leaders’ approach, although this is not directly referenced within the SSA.

Exploitation of IT
The sector acknowledges that innovation and technological change is occurring within the industry and specifically states that employers in the sector need a higher awareness and use of ‘business improvement tools’. These need to provide flexibility, due to the high number of SME/Micro businesses, and the provision of relevant products, services and diagnostic tools available to the sector’s network of internal and external brokers is a specific aim.

The Consultation on Training and Skills Issues relating to the Self-employed and

Micro-businesses within the UK Construction Industry, in relation to IT, highlighted that the use of IT was required for many to be able to better improve their use of it for business benefit, and all appear to accept that IT use will increase in future. The concept of on-line training appeared to be particularly appealing to professionals.
The ‘IT Business Guide’ would therefore fit well with the need identified.
Customer Service
The Egan Review, ‘Rethinking Construction’, states that the industry as a whole needs to improve its performance significantly in such areas as safety, productivity and customer satisfaction, hence highlighting a need for Customer Service skills delivery.
In a similar vain to the ‘Action Learning for Leaders’ model, a solution proposed includes facilitating companies to be able to share their experiences and by means of partnering frameworks respond to future demands including developing the skills and alternative materials that are needed to continuously improve their service to customers and their business.
Quote
The data suggest a large requirement in the managerial and professional occupations. This is due almost entirely to the shift in focus towards a process driven industry that requires much more control. The move to integrate planning, design and procurement seamlessly into the construction process has necessarily placed more emphasis on the inputs of design and management professionals as well as the outputs of contractors. The knowledge and experience of managers, professionals and non manual staff can be used to aid the allocation of resources more effectively, and to pre-empt and prevent problems.

An increase in the accuracy of planning and the ability to better deal with problems will drive up the importance of management skills in surveyors and site managers. There will be an increase in the skills around procurement and handling of materials (logistics).

‘most significant of these to be tackled through this Sector Skills Agreement for construction are:

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 Improved accessibility and awareness by employers of business improvement tools.

· Penetration through the Supply Chain evidenced by SME uptake and engagement with Supply Chain Readiness networks.

· Closer engagement of government support and funding.

· Implementation of the Management and Leadership Framework in identifying skills gaps, progression opportunities and the provision of appropriate education, training and development.

· Successful launch of Supplychain Readiness networks which are predicated on cooperative working amongst Business Support Agencies to deliver a coherent, customer-focused offering.

· Secured funding to grow a Business Performance Improvement Programme.

· Continued development and evolution of the nascent Business Performance

· Improvement Programme.

· relevant products, services and diagnostic tools available to our network of internal and external brokers.

Progress:

A pan-industry fund of £2m per year has been established to provide relevant management and supervisory training. Through this, unitised courses have been developed to meet the needs of different sub-sectors and are being delivered with the support of individual federations. For example, training is being provided for the Construction Accredited Partner Scheme, launched by the National Federation of Builders. A major programme is also being developed to support the launch of the Strategic Forum’s Integrated Supply Chain Toolkit.

Working with Constructing Excellence in the Built Environment and the MCG/NCF People Forum, a Management and Leadership Framework is being developed for the industry, to assist us in benchmarking industry and company management and leadership skills and their effect on performance. This identifies career progression paths and the relevant training and development provision.

Partner Contribution quotes?

Employers
£2 million per annum to support development and delivery of Management and Leadership programmes.
Development of a Management and Leadership Framework as a diagnostic and to inform effective training provision.

Involvement in Management & Leadership Skills Profiling.

Development of appropriate Management & Leadership skills within undergraduate courses.

EmployerReps

Introduce a minimum requirement of agreed programmes to develop leadership and management skills for 200 managers.

IIPUK 
Increasing the productivity of the UK economy by improving the way organisations manage and develop their people, leading to business improvement and better public

services.

Development and promotion of the Management and Leadership Framework as a diagnostic and to inform effective training provision.

􀂃 Involvement in Management & Leadership Skills Profiling

􀂃 Development of appropriate Management & Leadership skills within undergraduate courses.
CECA

Ensure all levels of management have routes fordevelopment.

Provide training opportunities for management staff to develop management techniques.

Developing management and leadership skills.

Promote the development of skills necessary for

involvement in integrated supply chains.
Promote and support best practice case studies of supplychain working.

Be involved in agreed programmes to develop leadership and management skills.

LSC
Commitment to promoting the management and leadership skills offer as part of a fit for purpose Sector Qualifications Strategy – the LSC would see this as an integral part of the NETP offer.

Other
Migrant workers
TRANCHE 2  - Stage 3 (where available) and Stage 1 documents reviewed
1) Skills for Logistics
Note:
Management and Leadership
This is identified as the number one skill need, calling for a wider and more intensive range of management training, particularly directed at the SME/Micro level.  The training needs to be relevant to the everyday business of the company and not be purely theoretical. This aligns to the Action Learning for Leaders approach.
This is supported by the ‘preferred scenario’, in which firms recognise a degree of mutual interest in collaborating to overcome skill deficits. 
Exploitation of IT
‘Management training’, in the context of this sector, refers also to understanding the potential, and the application, of new technology. It is clearly acknowledged that the speed and direction of technological change will significantly affect the pattern of skills needs. The transport manager is seen as the pivotal figure in this equation, in exploiting the potential of technology to raise productivity.  
Greater use of technology is also seen as a mechanism to be used to bring enhanced flexibility to studying
Customer Service
‘customer priorities’ and ‘customer awareness’  are identified as one of a number of skills that are lacking that would clearly make a contribution to improved productivity, but they are not specifically drawn out to any degree. Others listed for example include various technical skills, such as computer literacy, cost control and performance management; personal skills, such as commercial acumen, communication, networking and team-building; and expert knowledge, covering legislation, health and safety and languages
Quote:

Management skills gap 
The principal skills needs that emerge from the Stage 1 study are, first and foremost, a need for a wider and more intensive range of management training, particularly directed at smaller and medium-sized firms. These firms face a difficult and uncertain future if they cannot develop a longer-term vision of where they are going and a more positive approach to skill development. Without leadership from the top, there is little chance that lower level and more specific skills needs can be identified and met. 

The cost of providing management training, especially for SMEs, is a major reason for it not happening. Training costs are often disproportionately high for small companies. A further reason for the lack of training is that all too often it doesn’t meet the needs, or the perceived needs of smaller employers. 

There is a perceived lack of leadership in the industry. Furthermore, there is often a sense that top management support for training is missing. The lack of support from middle and lower management for development programmes also has a negative effect on the culture of training. This level of management often prefers people to have ‘task’ skills rather than ‘soft’ skills. 

More management training might take place if there is a greater affinity between managers in the industry and the Chartered Institute of Logistics and Transport (CILT). 

The use of short training sessions could be tried, instead of allowing people to go away from work for days and even weeks. If small companies are going to be attracted to training then that training must be done, for the most part, ‘on he job’. This will help to alleviate, to an extent, the concerns about cost and time effectiveness of training. Such training must be relevant to the everyday business of the company and not be purely theoretical. Greater use of technology could be used to bring enhanced flexibility to studying. 

Ties between the logistics industry and universities need to be improved. 

‘firms need to widen the range of staff who need knowledge and skills training, as well as the extent of what they learn. This applies especially in the management field, so that a larger proportion of staff are able (if and when needed) to take responsible decisions, and the organisation has some capacity for management succession. Management training refers also to understanding the potential, and the application, of new technology.
While ex-drivers may have a good grasp of the practical nature of the tasks they manage, they lack a number of other skills which would clearly make a contribution to improved productivity. Examples are: various technical skills, such as computer literacy, cost control and performance management; personal skills, such as commercial acumen, communication, networking and team-building; and expert knowledge, covering legislation, health and safety, languages and customer priorities. 

Several of the key variables will inevitably have an impact on the range and depth of skills required, though their intensity may vary according to local conditions. Technological change is perhaps the most important of these, as the transport manager becomes a pivotal figure in exploiting the potential of technology to raise productivity. 

Other goods handling and storage operatives 
A miscellany of skills gaps is emerging, ranging from IT to health and safety procedures, numeracy skills and customer awareness. 

Generic skills 
Other generic skill gaps arise at junior management and supervisory level. Specifically, the workshops highlighted the skill gaps occurring in operational and staff management, use of IT and leadership. 

The evidence from Stages 1 and 2, and from the workshops confirms the major gap which exists in respect of management training. This is most critical at the higher levels, but is also substantially important at intermediate and supervisory levels in many firms. It affects large firms, which may have well-trained managers but not enough of them and need more at lower levels; and it affects smaller firms many of which are almost without formally qualified managers at all. Many other measures to help reduce skill shortages and gaps turn on improvements in management skills; if these cannot be delivered, the industry faces the unhappy prospect of fulfilling the likely scenario. 

The role of the Chartered Institute of Logistics & Transport was not sufficiently well-known or prestigious to attract people from smaller firms; yet these were often the people who could benefit most from being part of a professional network of people with similar interests and facing similar problems.
Management information 
Most logistics firms now relied, like the rest of industry, on IT systems to provide management information. Yet there was little external help available to managers in appreciating what new technology could offer, or in introducing more up-to-date systems. The Road Haulage Association (RHA), which tended to represent smaller companies, pointed out recently that over 50% of their members did not appear to have a broadband connexion. 

The view of participants was that interpersonal, leadership and employment law are the areas where management skills are low, and to some extent in-depth health and safety training is also lacking. 

IT skills, at all levels, shouldn’t be forgotten as many managers aren’t always as skilled as they might be in this area. Language skills should also be on the agenda as part of management training.

Lack of leadership 
In addition to a lack of management skills, there was also a perceived lack of leadership (which is associated with Issue 6). Critical mass in management may be required to develop leaders.
Other

Migrant workers

Literacy

Numeracy

2) Skills for health
Note:
A key input to this area to date has been through a series of 7 workshops, at which a cross section of Health Service staff had to identify and propose actions they considered Skills for Health could take to address key issues through the Sector Skills Agreement.  

Management and Leadership
This was identified at a significant skills gap and an important generic skill that needed to be developed by all employees within the sector
Exploitation of IT
One of the challenges facing future health service delivery, along with the above is ICT, however this seemed to relate more to individual employee requirements as opposed to businesses as a whole.
Note – Skills for Health were part of the Exploitation of IT Project and saw this as a required area for suppy chain development and to conform to the new regulations concerning public sector procurement.
Customer Service
There is a increasingly patient centred approach within this sector, and therefore patient care /handling is seen as an important skill requirement in this area and one that requires developing.
Quote:

A balance in the relative importance of health specific and generic skills – In this context, generic skills include skills such as ICT, leadership and management that will be required by all employees in the sector. Demand for all kinds of skills will increase, but there should be a balance between health specific and generic skills 

Professions and related workforce groups need further opportunities to learn with and from each other and to benefit from initiatives underway to modernise health care careers 

Management functions comprise a relatively small proportion of the workforce (6%), and whilst a third hold degrees, nearly a quarter record GCSElevel qualifications as their highest.

this workforce is highly educated and professionally qualified (at the top and bottom of the qualifications
continum), 

Survey respondents were unanimous in perceiving leadership and management, team work and patient handling skills as significant gaps and shortages.
Current conclusions from our assessment suggest that demand for all kinds of skills is expected to increase in the next 5 to 10 years, including generic skills. This is likely in two areas that reflect the scale and nature of the challenge facing future health service delivery, namely ICT
and leadership and management. This is highlighted in the analysis of trends in qualifications which revealed a growth in managers and senior officials in recent years, a significant proportion of who record GCSE or equivalent as their highest qualification. This suggests that the current flow of managers may need to acquire additional leadership and management skills to respond effectively to changes in health care delivery and an increasingly patient centred

approach.

3) Skillfast 
Note:
I thought this was quite a weak set of documents in context with the others and seemed to have a very narrow, primarily technical focus. I’m also not convinced that the findings represent ‘reality’ as such. Very focussed on management being required in developing international trade skills, for things such as export documentation this is not a management level function.
Management and Leadership
Little mention of specific management and leadership skill needs, the emphasis is squarely placed on the need to develop expertise in ‘international trade’ issues, reflecting the very high number of export businesses within the sector.

SOLUTION

A proposed solution is a ‘Beyond the Border-Line’ programme, delivering key skills to enable enterprises in the sector to engage successfully in the international economy.
Exploitation of IT
No mention of IT skill requirements within the businesses

Customer Service
No specific mention of Customer Service skills requirements, although it could be argued this is implied within the need to increase skills in international trade.
Quote:
Higher level skills

· Business skills needs relating to international trade issues

Although a wealth of business support is available there is a significant gap in terms of appropriate sector-specific education and training provision dealing with the various aspects of this broad subject.

There is potential for staff to benefit from improved skills at a variety of levels within an organisation from senior management, through specialist roles such as sales and production management, to supervisor / operative level.  In the case of the last group this might be through improved awareness of the implications of trade issues for the business

Export sales now account for the majority of the sector’s turnover from manufacturing.  Overseas sourcing by sector companies, through a variety of mechanisms, now accounts for a majority of supply to the UK market in almost all relevant product categories

Other
Migrant labour

4) Skillsactive (Stage 3 documentation not yet available)
Note:

Skillsactive note that the Olympics will be a ‘centre stage’ for their sector and need to both deliver the skills necessary to deliver such an important event and concurrently promote the sector to potential employees. The key skills identified are Management and Leadership (particularly in relation to events) and Customer Service.
Management and Leadership
Management and leadership have been identified as a skill gaps across the UK, with the sector reporting that 63 % of managers and senior officials lack such skills.
Exploitation of IT
There is no specific identified need for businesses within the sector to increase performance through increased use of IT. Indeed, the sector makes a specific point that the majority of employees, due to the nature of the work, need little IT skills other than at the basic level.
Customer Service

A key skills gap for this sector is identified as customer handling skills, with an indication that 60% of employers need significant increases in skills in this area.
This is particularly prevalent in the Recreation, Health and Fitness and the Outdoors where coaches and instructors have the main contact with members or customers. In Personal service occupations, this was the number one key skills shortage area
Quote:

the impact of globalisation and technology are expected to be muted and limited to

management of bookings and relationships with consumers;

The volume of skill gaps far exceeds that of recruitment problems. The nature of skill gaps

are similar to those for recruitment difficulties – customer handling skills, communication

skills and team working skills.

Within this overall growth, forecasts do not predict significant changes to the profile of the

workforce, or to the occupational structure or to qualification levels. In this sense, it is a

case of more of the same, not a shift in the nature of what is required. However, it is

possible that some employers, in seeking to develop their competitive advantage, will seek to

improve the level of management, communication and customer handling skills amongst their

workforces.

Customers have increased leisure time, but have higher expectations, are better informed, expect value for money and have more choice.
looking at skill shortage vacancies, the proportion formed by Personal service occupations rises to 46 per cent and that by Elementary occupations falls to three per cent.
The major areas of skill gaps are in customer handling skills (60 per cent of employers with a

skills gap), communication skills (55 per cent), team working skills (52 per cent) and problem

solving skills (49 per cent). It also shows that the skills areas that are in deficiency tend to be central to performance of the job: they are not peripheral. Therefore we see that the skill most often lacking in Managers and senior officials are management skills (63 per cent), those most in shortage in Sales staff are customer handling skills (66 per cent) and communication skills (61 per cent).
Personal service occupations are important in the SkillsActive sector, particularly in Sport

and Recreation, Health and Fitness and the Outdoors where coaches and instructors have

the main contact with members or customers. The relationship between instructor and

participant is recognised as one of the most important components for sector organisations

in achieving participation or business targets and customer satisfaction. It’s interesting therefore to note that Personal service occupations were deemed to have thehighest levels of skill deficiency for five of the six skills which rank highest in this chart: Customer handling skills (79 per cent), Communications skills (77 per cent) Problem solving skills (66 per cent) Technical and practical skills (49 per cent) and even Management skills (49 per cent). While Personal service occupations have lower skill gaps than Skilled trades for Team working skills these still mentioned by 72 per cent of respondents. Employers tell us they prioritise Customer handling skills and Communications skills over Technical or practical skills when recruiting, as there is a general feeling that technical skills can be trained where customer service and communications skills are more dependent on personality.
Management and leadership have been identified as skill gaps across virtually all UK industry

sectors. Looking at the 2003 NESS data, whilst overall management skills are not rated as being needed at high levels across the areas of the sector covered (as would be expected) they are required at high and advanced levels by management staff. Around two thirds of Corporate

managers (65 per cent) and Managers in services (67 per cent) require management skills to

advanced or high levels. However, it is also worth noting that in the majority of cases (87 per cent of employers who employ Corporate managers and 84 per cent of those employing managers in Service industries) there is not expected to be any change in the level of management skill required. Only minorities (12 and 15 per cent respectively) expect the level of management skill to increase
The SkillsActive sector is one in which the level of IT skills required appears to be low.

Looking at General IT user skills, only a quarter of Corporate managers require these

beyond intermediate, which falls to 22 per cent of managers in Service industries, one per

cent of leisure and personal service occupations and nine pr cent of Elementary occupations.

It seems to be the case that relatively few people need IT skills in employers in the sector. It

is the case that only a minority of staff will use a computer on a day-to-day basis, the rest

will be focussing on interaction with the client base on a face-to-face basis where

communication skills are more important. However, the other side to this is that relatively

few employees have the opportunity to develop their IT skills that they might have if they

were working in a more office-based environment. A lack of IT skills may also constitute a

barrier to career progression into more managerial roles.

The largest absolute growth will be seen in the number of Personal service occupations, with

23,000 extra employed in this occupation. Managers and Senior Officials and Associate

Professional and Technical occupations will also see a large absolute growth in numbers.

2014 prediction - The largest increase in level will be seen for general IT user skills and management skills, and the increase in the level of Technical and practical skills needed is also notable. While the demand for these skills will increase the most, they are still not needed at as high a level as communication, customer handling and team working skills.

Other

Migrant workers

5) Cogent  (Stage 1 documentation only)
Note: The sector is primarily dominated by larger employers, except in the Polymer sector, which consists of a high level of SME businesses.
Management and Leadership
Management skills (particularly around change management, business management, safety, health and environment management and business improvement techniques) have been identified as a skill need within the sector, along with appropriate leadership development.
A Chemistry Leadership Council exists.
Exploitation of IT
It is clearly identified that the further application of IT, beyond basic word processing and spreadsheet applications, would maximise the benefits of IT implementation. This though seems to relate to individuals in the workplace as opposed to the businesses themselves.

There is an emphasis though on facilitating organisations to step beyond their current ambitions and to support corporate goals and ambitions, which the Business It Guide could support. 
Customer Service
Customer Service behavioural skills are identified as important along with a raft of other such skills, such as communications, business improvement, and the ability to work in teams
Quote:

We have clearly identified a skills shortfall at management level, particularly around change management, business management, safety, health and environment management and business improvement techniques. There also appears to be underdeveloped industry career paths and in some areas limited and inconsistent opportunities to progress from operative to management level.
For organisations to succeed, leadership is needed at every level in the company. Individuals need to be able to connect their personal visions to those of the organisation, creating the conditions in which their organisation can achieve success. Companies higher up the value chain are much more reliant on the skills and the contribution of the people who work for them. It is their human capital, allied to the leadership capability within the organisation, which represents the primary source of competitive advantage. 

‘approximately 75 per cent of today’s workforce will still be in employment in 2020. This means that upskilling is a clear imperative, not only around technical skills, but also on core behavioural skills such as communications, business improvement, customer service and the ability to work in teams. 

We know that strong leadership and attention to the abilities of the workforce makes the difference. We now have plenty of evidence which proves that it boosts the bottom line. 

Productivity and sustainability of the Cogent industries is dependant upon the availability of suitably skilled, trained and qualified workforce. The sector needs highly skilled people who are able to contribute, innovate and take organisations beyond their current ambitions and to support corporate goals and ambitions in what is an increasingly aggressive global market place. 

Impact of various skills indicators for Energy & Chemicals suggests Managers and Intermediate-level qualifications have a positive impact on TFP level. These should be maintained to sustain productivity levels confirming the sector activities focus on workforce development to level 3 and management & leadership development. 

Cross-Sector Skills Needs -  Employers have highlighted there is a gap in management and leadership skills among the Cogent workforce. 

In terms of specific requirements for development of management and leadership skills, employers are placing an emphasis upon project management and people management
A further issue regards the application of IT in the workplace. Employers wish to maximise the benefits of IT implementation beyond basic word processing and spreadsheet applications.

6) Lantra
Note:

Micro-businesses dominate the sector, over 90% of the businesses within the sector employ fewer than ten people. Approximately 50% of businesses employ 1 to 9 whilst almost 40% employ no staff at all. Less than 1% of the businesses employ 50 or more staff. Self-employment is therefore a key feature of the business population. An emphasis on business advice and guidance in addition to skill development is therefore a feature.
Management and Leadership
Management and Leadership is seen as a key higher level skill requirement in the sector, especially in the context of a micro business environment, therefore knowledge areas such as developing business strategies, business law, human resource management and development are viewed as important along with the anticipated environmental management abilities.
These skills are also viewed as important for the voluntary organisations and volunteers within them, where skills such as planning and organising, governance, project management, strategic planning and performance improvement are identified, allied to Team working and leadership skills.
Exploitation of IT

Improvements in business advice and guidance are seen as crucial to this sector and therefore the Business IT Guide may prove a useful product. This is linked into the identified need for higher level ICT skills, particularly around financial planning, e-commerce/on-line selling, networking and teleworking.
Customer Service
This is seen as an important area within the sector, with Customer Relations skill needs being a high priority currently for over 75% of businesses, expected to remain a high priority in the future. An emphasis on managing customer expectations around quality and traceability and understanding customers needs was highlighted.
Quote:

Drivers of change in the environmental and land-based sector require new approaches to land management and rural stewardship
Business advice, guidance and support is needed in the areas of
• Technology transfer 

• Sales and marketing 

• ICT 

• Business development 

• New technologies 

• Management and leadership
Improved business advice and guidance relevant to micro-businesses 

• Quality assurance schemes 

• Customer relationship management 

• Improved access to and recognition of diverse forms of lifelong learning and CPD
	Skill currently required 
	% of businesses citing as current requirement 
	Current level required 
	Level required in 3 years 

	Numeracy 
	82.4% 
	Intermediate 
	High 

	Literacy 
	81.9% 
	Intermediate 
	Intermediate 

	Communication 
	80.8% 
	High 
	High 

	Planning & organisation 
	75.8% 
	Intermediate 
	High 

	Customer relations 
	75.6% 
	High 
	High 

	Technical 
	64.4% 
	High 
	High 

	Computing/IT 
	54.7% 
	Intermediate 
	High 


Skills to support business development and diversification to improve the performance and competitiveness of businesses including higher level skills in: 

• Management and leadership, developing business strategies, business law, human resource management and development, financial and risk management, global trading background, European policy and funding opportunities, negotiation skills and contract management. 

• Problem solving and creative planning. 

• Improving business and business diversification skills, marketing and sales techniques for new enterprises and niche market initiatives. 

Skills for the workforce enhanced/updated technical skills to ensure flexible, multi-skilled individuals including: 

• Coaching, mentoring and supervisory skills such as team building, delegation, networking, supporting apprentices, migrant, casual and temporary workers and volunteers. 

• Customer service in particular managing customer expectations around quality and traceability and understanding customers needs. 

• Increasing levels of environmental management in both the urban and rural context. 

Skills for life including: 

• Communications at high level, literacy and numeracy at intermediate. 

• ICT skills at intermediate and high level with financial planning e-commerce/on-line selling, networking and teleworking. 

Skills for volunteers and voluntary organisations including: 

• Management skills such as planning and organising, governance, project management, strategic planning and performance improvement. 

• Team working and leadership skills. 

• Fundraising skills. 

• Skills for life including ICT and customer service. 

Other;

Migrants – skills development
See table
