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Executive Summary

This report provides Sector Skills Council (SSC)-focused analysis from a major survey of employers
across Northern Ireland designed to provide DEL and its partners with robust and reliable information
on skill deficiencies and workforce development to serve as a common basis to develop policy and
assess the impact of skills initiatives.

The survey covers:

> Labour turnover and current recruitment difficulties;
> Difficulties in retaining staff;

> Skill gaps among the workforce;

> Recruitment of graduates;

> Training and workforce development;

> SSC awareness and dealings.

The survey was conducted between October and December 2008.
Recruitment Difficulties

The labour turnover rate for Northern Ireland employers currently stands at 17%. The turnover rate is
lowest in Lifelong Learning UK and Government Skills, both of which have a labour turnover rate of 10%
or below. Proskills, Skillfast-UK and People 1* all report a turnover rate of over 25%, with People 1%
reporting the highest rate (34%).

At the time of the survey, 12% of employers had a vacancy and collectively they were looking to fill just
over 17,000 posts. The highest incidence of current vacancies is reported by Government Skills, where
44% of employers report having at least one vacancy. Over 20% of employers in four other public
service-related sectors — Skills for Justice, Lifelong Learning UK, Skills for Care and Development and
Skills for Health — report having at least one vacancy. The SSCs with the highest incidence of vacancies
as a proportion of all employment are Skills for Care and Development and Government Skills (both
5%).

One third of employers with vacancies (35%; 4% of all employers) describe at least some of these
vacancies as difficult-to-fill. The highest incidence of employers with at least one difficult-to-fill vacancy
(DtFV) is in Government Skills (17%), followed by Skills for Health (13%) and Skills for Care and
Development (11%).

In volume terms, three in ten (29%) vacant posts are described as proving difficult-to-fill. DtFVs account
for over half of the vacancies in Skillfast-UK, Skills for Health and SummitSkills, while, at the other end
of the spectrum, they account for only around one tenth of all vacancies in Cogent, Government Skills,
Improve Ltd and Asset Skills.
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Over 90% of difficult-to-fill vacancies in Lifelong Learning UK, SkillsActive, Institute of the Motor Industry
(IMI) and Cogent are proving difficult-to-fill because of a lack of the required skills, qualifications or work
experience among potential candidates. The highest incidence of these skill-shortage vacancies (SSVs)
in employment terms is reported by Skills for Care and Development (14 per 1,000 in employment),
followed by e-skills UK (8.5 per 1,000), Skills for Health and ConstructionSkills/ CITB (both 7.4 per
1,000 in employment).

Whilst 12% of Northern Ireland employers currently have at least one vacancy, approaching half (46%)
reported having had a vacancy either at the time of interview or within the last year for either part-time
or full-time staff. The highest incidence of establishments reporting current vacancies or vacancies in
the last year was in Government Skills (73%), followed by Lifelong Learning UK (69%) and Cogent
(68%). Looking specifically at those establishments with current vacancies or vacancies in the past
year, the greatest proportions reporting that any of these vacancies were difficult-to-fill were found in
Semta (53%), Skills for Care and Development (35%), Skills for Health and e-skills UK (both 34%). The
highest incidence of establishments with at least one SSV was in Semta (23%), followed by e-skills UK
(17%).

Retention Difficulties

Seven per cent of all employers report that they have specific jobs in which there is a high level of
turnover.

The proportion of establishments reporting jobs in which there was a high level of staff turnover was
greatest in Creative and Cultural Skills (16%), followed by Government Skills, Lifelong Learning UK, and
People 1% (all 13%). The incidence was lowest in the Financial Services Skills Council (1%), Skillfast-
UK and ConstructionSkills/ CITB (both 3%).

Skill Gaps

Around one in seven employers in Northern Ireland (14%) identify a gap between the skills of their
current employees and the skills they need to meet their business objectives. The highest proportion of
establishments with perceived skill gaps is in Government Skills, Cogent and e-skills UK (21%),
followed by Lifelong Learning UK (20%).

Overall, 22% of employers currently report that they have such proficiency-based skill gaps within their
existing workforce, that is to say having at least one employee deemed not “able to do their job to the
required level”. The incidence of proficiency-based skill gaps among those SSCs is highest in Semta
(37%), People 1% (34%) and Cogent (34%).

Around 58,700 workers are reported by employers in Northern Ireland as having proficiency-based skill
gaps. This equates to 8% of the total number of staff employed. Skillsmart Retail accounts for the
greatest number of skill gaps and consequently the highest share of all skill gaps (10,100 and 17%
respectively), followed by People 1% (7,400; 13%) and Skills for Health (6,300; 11%).

Skill gaps as a proportion of the total employment within each SSC is highest in People 1% (15%),
followed by SummitSkills (12%), Skillsmart Retail and Skillfast-UK (both 119%).
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Recruitment of Graduates

Overall, 11% of establishments had taken on graduates to their first job on leaving university or any
other Higher Education Institution in the 12 months leading up to the survey.

Government Skills has the greatest proportion of establishments having taken on graduates in the last
12 months (25%) followed by e-skills UK (17%) and Semta (15%). In three SSCs, the incidence of
employers having taken on graduates was 5% or lower: Asset Skills, Skills for Logistics and Skillfast-
UK.

Training and Workforce Development

Just under three quarters of employers had funded or arranged some form of training for their
employees in the 12 months prior to the survey (74%); three fifths (61%) had funded or arranged on-
the-job training and just over half (53%) had funded or arranged off-the-job training. Approximately one
quarter (26%) had not funded or arranged any training for their staff, while two fifths (39%) had
arranged both forms of provision.

The lowest incidence of establishments providing training was in Institute of the Motor Industry (58%),
followed by Skillfast-UK (62%), Skills for Logistics (63%) and Skillsmart Retail (64%), while the highest
was in Government Skills (99%), followed by Skills for Health (97%), the Financial Services Skills
Council (93%) and Lifelong Learning UK (91%).

Establishments in Lifelong Learning UK and Government Skills were most likely to have provided off-
the-job training (both 77%), followed by Skills for Health (75%) and Summit Skills (73%). Skillfast-UK
was the SSC with the lowest incidence (21%), followed by Skillsmart Retail (31%).

With respect to on-the-job training, establishments in Government Skills (93%), Skills for Health (87%),
Financial Services and Lifelong Learning UK (both 86%) were most likely to have provided such
training. The lowest incidence of on-the-job training was in Institute of the Motor Industry (47%),
followed by Skills for Logistics, Creative and Cultural Skills (both 51%), Asset Skills (53%) and
ConstructionSkills/ CITB (54%).

While on-the-job training is more common than off-the-job training overall, the reverse is true in
ConstructionSkills/ CITB, SummitSkills and Creative and Cultural Skills, where employers are more
likely to fund or arrange off-the-job than on-the-job training.

Employers report providing off-the-job training over the previous 12 months for 247,000 employees,
equivalent to 34% of the total current workforce across the country. The proportion of their workforce
that employers arrange or fund off-the-job training for varies considerably by SSC. The highest
proportion of staff receiving off-the-job training is in Skills for Health (49%), followed by
ConstructionSkills/ CITB (46%), Skills for Care and Development (44%) and Government Skills (43%),
whilst the lowest proportions are in Skillfast-UK (8%), Cogent (16%) and Skillsmart Retail (19%).



1.24

1.25

1.26

1.27

1.28

SSC Awareness and Dealings

80% of all Northern Ireland employers are covered by the footprints of the 25 Sector Skills Councils
(SSCs). Overall, just 4% were able to cite the name of their SSC on an unprompted basis, though this
rises to 19% for employers covered by ConstructionSkills / CITB, 13% for those within the Skills for
Justice footprint, and 11% for establishments in Skillset.

Prompted SSC awareness levels range from just 4% for Improve, 6% for Semta and 9% for Skillsmart
Retall, up to 82% for Lifelong Learning and 84% for ConstructionSkills / CITB.

Around two thirds of employers (68%) who have heard of their SSC have only a rudimentary knowledge
of its aims and objectives, with 42% knowing nothing more than the SSC’s name and 26% reporting just
a patchy knowledge. By contrast, one in five (21%) feel they have a fairly detailed understanding of their
SSC, whilst one in ten (9%) regard this as very detailed.

Just over half of employers (56%) with at least a patchy awareness of their SSC reported that they had,
at some point, had dealings with their SSC, equating to 9% of all employers falling within an SSC’s
footprint. Of those who had, 60% had dealings with their SSC over the course of the 12 months prior to
the survey date, corresponding to 6% of all Northern Ireland employers covered by an SSC.

ConstructionSkills/CITB establishments were the most likely to have had dealings with their SSC, both
ever (44%) and in the last 12 months (25%). At the opposite extreme, fewer than 1% of Semta and
Skillsmart Retail establishments had ever engaged with their respective SSCs.
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Introduction

Aims and Objectives

The Department for Employment and Learning (DEL) is implementing Success through Skills, a Skills
Strategy to better ensure that individuals have the skills they need to enhance their employability, and
that employers will have access to the necessary skills to develop their businesses successfully. One of
the themes that underpins Success through Skills is understanding the demand for skills.

The NI Skills Monitoring Survey (SMS) informs this theme by providing DEL and its partners with robust
and reliable information from employers in Northern Ireland on skill deficiencies and workforce
development to serve as a common basis to develop policy and assess the impact of skills initiatives.

Against this aim, NISMS08 has been designed specifically to provide robust measures, by employee
sizeband, sector (both SSCs and broad industries) and at Workforce Development Forum (WDF) level,
of:

> how many employers have difficulty finding suitably skilled new recruits to fill vacant
positions; how many vacancies remain unfiled because of skill-shortages among
applicants in each of the major occupational categories; and which skills are in short
supply. A new area for NISMSO08 is the recruitment and quality of young people taken
on straight from higher education;

> how many employers face skill deficiencies among their workforce; how many (and
which) employees are affected; and the nature of the skill challenges they face; and

> the extent to which employers develop the skills and assess the skill needs of their
workforce.

The Scope of the Survey

The survey was designed to incorporate employers across all sectors of business activity in Northern
Ireland, with the exception of the agricultural sector.

Reflecting the need for information that indicates how skill challenges impact differently in different parts
of the country, ‘employers’ were defined as establishments (individual sites) rather than enterprises;
hence some enterprises may be represented in the survey by more than one of their sites.

All establishments with at least one employee were within the scope of the sample, but establishments
made up solely of one or more working proprietors were excluded.

Data measuring this population were established through the Office for National Statistics (ONS), based
on the Inter-departmental Business Register (IDBR) counts for March 2008. These indicated a total
Northern Ireland business population of 57,800 employers, with 723,000 people employed within them.
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Key Methodological Details

In terms of sampling approach, half the target number of 4,000 interviews was distributed evenly by the
25 SSCs and two “non-SSC employer” group, and then half the interviews in proportion to the IDBR
units each sector accounts for. Within each SSC, interviews were then distributed in proportion to IDBR
employment. An additional “rim” quota was also set geographically, such that the 4,000 interviews were
split in proportion to the unit populations within each WDF area.

The sample was primarily drawn from Experian. The targets set as described above were subject to a
final check against the available Experian sample, and where the initial target number of interviews
exceeded the available sample, the target was adjusted down accordingly.

The overall response rate achieved from the sample was 55% which is slightly lower than that of NISMS
2005 (70%). This compares favourably, however, with the 45% response rate achieved for Scottish
Skills 2008, and the 35% response rate for NESS07.

Survey Fieldwork

During the main NISMS08 fieldwork, 4,000 interviews were conducted using computer-aided telephone
interviewing (CATI) technology.

Interviews were conducted with the most senior person at the site with responsibility for human resource
and personnel issues.

Fieldwork took place between October and December 2008. The survey questionnaire is included in
Appendix A of the Main Report.

Structure of the NISMS 2008 Report

The remainder of the report is structured as follows:

> Section 3: Vacancies and Recruitment Difficulties
> Section 4: Retention Difficulties

> Section 5: Skill Gaps

> Section 6: Recruitment of Graduates

> Section 7: Training and Workforce Development
> Section 8: SSC Awareness and Dealings

> Section 9: Technical Appendix

Through each of these sections, the report focuses primarily on the differences by Sector Skills Council
(SSC). A summary description of the SSCs is at Appendix A.
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Vacancies and Recruitment Difficulties

Summary

The labour turnover rate for Northern Ireland employers currently stands at 17%. The turnover rate
is lowest in Lifelong Learning UK and Government Skills, both of which have a labour turnover rate
of 10% or below. Proskills, Skillfast-UK and People 1* all report a turnover rate of over 25%, with
People 1 reporting the highest rate (34%).

At the time of the survey, 12% of employers had a vacancy and collectively they were looking to fill
just over 17,000 posts. The highest incidence of current vacancies is reported by Government
Skills, where 44% of employers report having at least one vacancy. Over 20% of employers in four
other public service-related sectors — Skills for Justice, Lifelong Learning UK, Skills for Care and
Development and Skills for Health — report having at least one vacancy. The SSCs with the highest
incidence of vacancies as a proportion of all employment are Skills for Care and Development and
Government Skills (both 5%).

One third of employers with vacancies (35%, 4% of all employers) describe at least some of these
vacancies as difficult-to-fill. The highest incidence of employers with at least one DtFV is in
Government Skills (17%) followed by Skills for Health (13%) and Skills for Care and Development
(11%).

In volume terms, three in ten (29%) vacant posts are described as proving difficult-to-fill. DtFVs
account for over half of the vacancies in Skillfast-UK, Skills for Health and SummitSkills, while, at
the other end of the spectrum, they account for only around one tenth of all vacancies in Cogent,
Government Skills, Improve Ltd and Asset Skills.

Over 90% of difficult-to-fill vacancies in Lifelong Learning UK, SkillsActive, Institute of the Motor
Industry (IMI) and Cogent are proving difficult-to-fill because of a lack of the required skills,
qualifications or work experience among potential candidates. The highest incidence of SSVs in
employment terms is reported by Skills for Care and Development (14 per 1,000 in employment),
followed by e-skills UK (8.5 per 1,000), Skills for Health and ConstructionSkills/ CITB (both 7.4 per
1,000 in employment).

The share of DtFVs and SSVs by SSC is broadly in line with share of employment (i.e. those SSCs
which account for a high proportion of employment tend to account for a high proportion of
vacancies, DtFVs and SSVs). The highest incidence of establishments reporting current vacancies
or vacancies in the last year was in Government Skills (73%), followed by Lifelong Learning UK
(69%) and Cogent (68%). Looking specifically at those establishments with current vacancies or
vacancies in the past year, the greatest proportions reporting that any of these vacancies were
difficult-to-fill were found in Semta (53%), Skills for Care and Development (35%), Skills for Health
and e-skills UK (both 34%). The highest incidence of establishments with at least one SSV was in
Semta (23%), followed by e-skills UK (17%).




Introduction and Key Definitions

3.1 In this first section we focus on Northern Ireland employers’ current' experience of vacancies and
recruitment difficulties, and explore the role that a lack of skills plays in making vacancies difficult-to-fill.
We also consider the broader recruitment situation reported by employers in Northern Ireland over the
whole year prior to the survey, combining both data relating to the current situation and also data from
the previous 12 months.

3.2 Two key definitions underpin the analysis presented here, and these are described in the box below.

Difficult-to-fill vacancies: Recruitment difficulties relate to vacancies that employers find
difficult-to-fill (DtFVs). The reasons why vacancies may be difficult-to-fill are wide and varied
and encompass skills issues as well as issues relating to the nature of the vacant position,
e.g. the job being unattractive because it requires shift work or unsociable hours.

Skill-shortage vacancies: These are those vacancies that employers describe as difficult-
to-fill because there is a lack of applicants with the required skills, experience or
qualifications that are demanded by the employer. These types of difficult-to-fill vacancies
are grouped together as skill-shortage vacancies (SSVs).

3.3 The chapter looks at how the experience of difficult-to-fill vacancies (DtFVs) and skill-shortage
vacancies (SSVs) varies among SSCs. To set a context for this exploration of vacancies and
recruitment difficulties, we first consider labour turnover within the Northern Ireland workforce, and
expected workforce growth.

L “Current” at the time of the survey fieldwork, in October to December 2008



Labour Turnover and Growth of the Workforce

3.4 Staff turnover has an impact on the amount of time and resources an employer needs to spend on
recruitment. It also affects productivity when skilled roles are left open for long periods of time.

3.5 The labour turnover rate for Northern Ireland is 17%. Table 3.1 shows the breakdown of labour turnover
by SSC. Of the SSCs for which robust estimates could be derived?, the turnover rate is lowest in
Lifelong Learning UK and Government Skills, both of which have a labour turnover rate of 10% or
below. Proskills, Skillfast-UK and People 1% all report a turnover rate of over 25%, with People 1%
reporting the highest rate (34%).

Table 3.1: Labour turnover within the last year by SSC, 2008

Employee labour turnover rate

Unweighted base %
Northern Ireland 4,000 17
People 1% 240 34
Skillfast-UK 105 29
Proskills 108 26
Cogent 102 21
Skillsmart Retail 352 21
Asset Skills 170 21
e-skills UK 122 20
Construction Skills/ CITB 311 19
SkillsActive 110 18
Creative and Cultural Skills 100 18
SummitSkills 118 17
Skills for Justice* 32 17
Improve Ltd 105 16
Semta 125 15
Skills for Care and Development 184 15
Skills for Logistics 206 14
Skillset* 77 13
Institute of the Motor Industry 135 13
Non-SSC employers 535 13
Financial Services Skills Council 133 12
Skills for Health 130 12
Energy and Utility Skills* 69 12
GosSkills 102 11
Government Skills 127 10
Lantra* 93
Lifelong Learning UK 109

Source: NISMS08.
Base: All establishments, unweighted = 4,000.
* Caution small numbers.

2ltis only possible to make robust estimates for those cells with a minimum unweighted base of 100. Where the unweighted base is less
than 100, the reader is advised to treat the results with caution.

10
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Just over two thirds (69%) of employers expect their headcount to be at a similar level in a year’s time.
In spite of the economic downturn, a greater proportion overall anticipate that their workforce size will
increase (17%) than decrease (13%), although there are some SSCs in which more employers expect a
reduction in headcount than an increase over the next 12 months, specifically Institute of the Motor
Industry (net decrease of 1%), Proskills (3%), Asset Skills (3%), ConstructionSkills/ CITB (5%) and
SummitSkills, which reported the greatest anticipated net decrease, of 8%. The expected turnover over
the next 12 months by SSC is shown in Table 3.2 below.

Table 3.2: Expected change in headcount over the next 12 months

Unweighted % Net
base % Increase % Decrease increase
Northern Ireland 4,000 17 13 5
e-skills UK 122 36 5 31
Energy and Utility Skills* 69 37 12 25
Skills for Health 130 27 3 24
Semta 125 29 9 20
Skills for Care and Development 184 23 4 19
Skillfast-UK 105 28 9 18
Government Skills 127 30 16 14
SkillsActive 110 19 8 11
Creative and Cultural Skills 100 19 8 11
GosSkills 102 24 13 11
Skillset* 77 15 4 11
Skillsmart Retail 352 17 8
Financial Services Skills Council 133 17 10 7
Skills for Justice* 32 21 14 7
Lifelong Learning UK 109 17 11 5
People 1% 240 18 13 5
Skills for Logistics 206 13 9 3
Improve Ltd 105 16 13 3
Cogent 102 15 13 2
Institute of the Motor Industry 135 10 11 -1
Non-SSC employers 535 14 16 -2
Proskills 108 17 20 -3
Lantra* 93 10 13 -3
Asset Skills 170 15 18 -3
ConstructionSkills/ CITB 311 16 21 -5
SummitSkills 118 11 20 -8

Source: NISMS08.

Base: All establishments, unweighted = 4,000.

Note: All percentages are rounded to the nearest whole number.
* Caution small numbers.

11
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Vacancies, Difficult-to-Fill and Skill-Shortage Vacancies

At the time of the survey, 12% of employers in Northern Ireland had a vacancy and collectively they
were looking to fill just over 17,000 posts.

Table 3.3 sets out the proportion of employers reporting current vacancies by SSC. The highest
incidence of current vacancies is reported by Government Skills, where 44% of employers report having
at least one vacancy. Over 20% of employers in Skills for Justice, Lifelong Learning UK, Skills for Care
and Development and Skills for Health report having at least one vacancy.

Table 3.3: Incidence of current vacancies by SSC

Northern Ireland 4,000 12
Government Skills 127 44
Skills for Justice* 32 27
Lifelong Learning UK 109 27
Skills for Care and Development 184 24
Skills for Health 130 23
e-skills UK 122 18
Energy and Utility Skills* 69 18
SkillsActive 110 17
People 1 240 14
GosSkills 102 14
Skillsmart Retail 352 14
Creative and Cultural Skills 100 13
Improve Ltd 105 13
Semta 125 13
Non-SSC employers 535 12
Lantra* 93 8
Cogent 102 8
Skillset* 77 7
Financial Services 133 7
SummitSkills 118 6
ConstructionSkills/ CITB 311 6
Proskills 108 5
Skills for Logistics 206 5
Asset Skills 170 5
Institute of the Motor Industry 135 5
Skillfast-UK 105 4

Source: NISMS08.
Base: All establishments, unweighted = 4,000.
* Caution small numbers.
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Most employers are not anticipating any difficulty filling their vacancies, although a third of employers
with vacancies (35%, 4% of all employers) describe at least some of these vacancies as difficult-to-fill.
Table 3.4 shows the proportion of employers within each SSC with at least one difficult-to-fill vacancy.
The highest incidence of employers with at least one DtFV is in Government Skills (17%) followed by
Skills for Health (13%) and Skills for Care and Development (119%).

Table 3.4: Incidence of current difficult-to-fill vacancies by SSC

Unweighted base

(establishments) % of establishments with DtFVs
Northern Ireland 4,000 4
Government Skills 127 17
Skills for Health 130 13
Skills for Care and Development 184 11
Semta 125 10
Energy and Utility Skills* 69 10
e-skills UK 122 9
Skills for Justice* 32 9
GosSkills 102 8
People 1% 240 5
Lantra* 93 4
Lifelong Learning UK 109 4
Non-SSC employers 535 4
Creative and Cultural Skills 100 4
SkillsActive 110 3
Institute of the Motor Industry 135 3
Skillsmart Retail 352 3
Skillset* 77 3
Skillfast-UK 105 2
ConstructionSkills/ CITB 311 2
Financial Services Skills Council 133 2
Proskills 108 2
SummitSkills 118 2
Skills for Logistics 206 1
Cogent 102 1
Improve Ltd 105 1
Asset Skills 170 1

Source: NISMSO08.
Base: All establishments, unweighted = 4,000.
* Caution small numbers.
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3.10

3.11

3.12

3.13

3.14

Over two thirds (69%) of employers with difficult-to-fill vacancies (a quarter of those with vacancies
(24%) or 3% of the total population) attribute at least some of their recruitment difficulties to a lack of
applicants with the required skills, experience or qualifications.

In volume terms, three in ten (29%) vacant posts are described as proving difficult-to-fill, equating to just
over 5,000 DtFVs; three fifths of these (62%) are SSVs — i.e. just over 3,000 vacancies are difficult-to-fill
because of a lack of applicants with the required skills, experience or qualifications.

The SSCs with the highest incidence of vacancies as a proportion of all employment are Skills for Care
and Development and Government Skills (both 5%).

DtFVs account for over half of the vacancies in three SSCs for which robust estimates could be derived:
Skillfast-UK (61%), Skills for Health (55%) and SummitSkills (53%). At the other end of the spectrum,
DtFVs account for only around one tenth of all vacancies in Cogent, Government Skills (both 11%),
Improve Ltd and Asset Skills (both 12%).

For Lifelong Learning UK, SkillsActive, Institute of the Motor Industry and Cogent, over 90% of difficult-
to-fill vacancies are proving difficult-to-fill because of a lack of the required skills, qualifications or work
experiences among potential candidates. The highest incidence of SSVs in employment terms is
reported by Skills for Care and Development (14 per 1,000 in employment), followed by e-skills UK (8.5
per 1,000), Skills for Health and ConstructionSkills/ CITB (both 7.4 per 1,000 in employment). Table 3.5
provides a summary of current vacancies and recruitment difficulties by SSC.
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Table 3.5: Current vacancies and recruitment difficulties by SSC

Vacancies as DtFVs as a SSVs as a
a proportion proportion proportion SSVsasa SSVs per

Total Number of Number Number of all of of proportion 1,000 in Unweighted
employment vacancies of DtFVs of SSVs  employment vacancies vacancies of DtFVs employment  establishments
Northern Ireland 723,100 17,400 5,050 3,100 2% 29% 18% 62% 43 4,000
Asset Skills 20,200 450 50 50 2% 12% 10% 83% 2.1 170
Cogent 12,800 75 <5 <25 1% 11% 11% 100% 0.7 102
g’T”;'”“C“O” Skills/" 39 575 850 325 300 2% 38% 34% 89% 7.4 311
gLelitr";f;:ﬁs 3,500 100 25 <25 3% 19% 9% 48% 2.4 100
N and Utlity 6,050 125 25 <25 2% 2206 3% 14% 0.6 69
e-skills UK 12,050 275 125 100 2% 48% 38% 80% 8.5 122
gﬂﬁg%ﬁlﬁiﬁmes 18,275 225 100 75 1% 41% 35% 87% 43 133
GoSkills 8,750 250 75 50 3% 35% 19% 54% 5.3 102
Government Skills 30,675 1,475 175 75 5% 11% 5% 45% 25 127
Improve Ltd 19,050 200 25 <25 1% 12% 2% 18% 0.2 105
:Ejﬂtsuttg, for Motor 12,350 100 50 50 1% 48% 48%  100% 3.9 135
Lantra* 2,700 25 25 <25 1% 58% 44% 75% 4.4 93
Lifelong Learning UK 19,500 300 75 75 1% 26% 24% 92% 3.6 109
People 1 49,700 1,575 475 225 3% 31% 15% 48% 47 240
Proskills 9,500 50 25 <25 0% 33% 9% 27% 0.4 108
Semta 37,250 575 275 225 2% 48% 39% 81% 6.1 125
Skillfast-UK 5,700 75 50 25 1% 61% 47% 77% 5.7 105
S‘;‘\'l'zlggrfear:f and 40,775 1,850 800 575 5% 43% 31% 72% 14.0 184
Skills for Health 69,500 1,575 875 525 2% 55% 33% 59% 7.4 130
Skills for Justice* 18,200 400 50 25 2% 15% 6% 38% 1.2 32
Skills for Logistics 38,750 375 75 50 1% 20% 9% 45% 0.9 206
SkillsActive 6,900 225 50 50 3% 22% 22% 96% 7.0 110
Skillset* 2,500 50 <25 0 2% 8% 0% 0% 0.0 77
Skillsmart Retail 89,100 3,125 675 225 4% 21% 7% 33% 2.5 352
SummitSkills 11,375 125 75 50 1% 53% 42% 79% 46 118
Non-SSC employers 138,850 2,975 575 350 2% 20% 12% 62% 2.6 535

Source: NISMS08.

Base: All establishments, unweighted = 4,000.
Note: Vacancy numbers are rounded to the nearest 25.

* Caution small numbers.

3.15 The share of DtFVs and SSVs by SSC is broadly in line with share of employment (i.e. those SSCs
which account for a high proportion of employment tend to account for a high proportion of vacancies,
DtFVs and SSVs).

3.16  Skillsmart Retail accounts for the greatest proportion of vacancies. This is perhaps unsurprising given
that it accounts for the greatest share of employment, although its share of vacancies is
disproportionately high (18%) compared to its share of employment (12%). Skills for Care and
Development also accounts for over one tenth (11%) of vacancies, again disproportionate compared to
its share of employment (6%). While Government Skills’ share of employment is fairly low (4%), its
share of all vacancies (8%) is one of the highest and is twice as high as its share of employment.
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3.17

3.18

3.19

Four SSCs account for 10% or more of DtFVs each: Skills for Health (17%), Skills for Care and
Development (16%), Skillsmart Retail (13%) and People 1% (10%). It is also worth noting that the share
of DtFVs accounted for by Skills for Health (17%), Skills for Care and Development (16%) and People

1° (10%) is disproportionate to their share of employment (10%, 6% and 7% respectively).

Skills for Care and Development and Skills for Health also account for the greatest share of SSVs (18%
and 16% respectively). While ConstructionSkills/ CITB accounts for only 5% of all employment, it

accounts for 9% of all SSVs.

Table 3.6 shows the share of employment, vacancies, DtFVs and SSVs accounted for by each of the

SSCs.

Table 3.6: Share of employment, vacancies, DtFVs and SSVs by SSC

Share of Share of all
Unweighted  employment vacancies Share of all Share of all
base (%) (%) DtFVs (%) SSVs (%)
Northern Ireland 4,000 100 100 100 100
Asset Skills 170
Cogent 102 0
gglstructionSkills/ 311 5 5 6
(Silr(ﬁlz-;tive and Cultural 100 0 1 0 0
gzmrsgiy and Utility 69 1 1 1 0
e-skills UK 122 2 2 3 3
Canein senies s 1 z s
GoSkills 102 1 1 2 1
Government Skills 127 4 8 3 2
Improve Ltd 105 3 1 0 0
:Ezﬂtsuttrs of the Motor 135 > 1 1 2
Lantra* 93 0 0 0 0
Lifelong Learning UK 109 3 2 1 2
People 1% 240 7 9 10 8
Proskills 108 1 0 0 0
Semta 125 5 3 7
Skillfast-UK 105 1 0 1
Sl o Care and e 1 1 1
Skills for Health 130 10 9 17 16
Skills for Justice* 32 3 2 1
Skills for Logistics 206 2 2 1
SkillsActive 110 1 2
Skillset* 77 0 0 0 0
Skillsmart Retail 352 12 18 13 7
SummitSkills 118 2 1 1 2
Non-SSC employers 535 19 17 12 12

Source: NISMSO08.

Base: All establishments, unweighted = 4,000.

* Caution small numbers.
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3.20

3.21

3.22

3.23

Vacancies, Difficult-to-Fill and Skill-Shortage Vacancies — Current and over the
Previous Year

Whilst 12% of Northern Ireland employers currently have at least one vacancy, approaching half (46%)
reported having had a vacancy either at the time of interview or within the last year for either part-time
or full-time staff. This equates to approximately 100,000 vacancies during this 12-month period
(100,470). Of all employers with either a current vacancy or one in the past 12 months, 28% report
vacancies having been difficult-to-fill and — more specifically — 17% report that vacancies have been
difficult-to-fill for skills-related reasons (i.e. candidates lacking the required skills, qualifications or
experience).

The highest incidence of establishments reporting vacancies in the last year was in Government Skills
(73%), followed by Lifelong Learning UK (69%) and Cogent (68%).

Looking specifically at those establishments with current vacancies or vacancies in the past year, the
greatest proportions reporting that any of these vacancies were difficult-to-fill were found in Semta
(53%), Skills for Care and Development (35%), Skills for Health and e-skills UK (both 34%).

The highest incidence of establishments with at least one SSV over the previous year was in Semta
(23%), followed by e-skills UK (17%). Other SSCs where over one tenth of establishments reported
having had difficulty filling vacancies because of external skill-shortages were Skills for Health (14%),
SkillsActive, Skills for Care and Development and Government Skills (all 11%).
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Table 3.7: Current vacancies/ vacancies within the last year by SSC, 2008

% of
establishments

% of
establishments

. . . . % of all
with vacancies with vacancies establishments
% of that found any  that found any with SSVs
Unweighted establishments of them difficult-to-fill
base with vacancies difficult-to-fill due to SSVs
Northern Ireland 4,000 46 28 1 8
Government 127 73 33 15 11
Skills
Lifelong Learning 109 69 32 13 9
UK
Cogent 102 68 18 3
Skills for Justice* 32 68 13 2
People 1 240 64 29 15 9
Skills for Health 130 64 34 21 14
Improve Ltd 105 58 11 4 2
e-skills UK 122 56 34 30 17
SkillsActive 110 55 31 20 11
GoSkills 102 52 33 18 9
Skills for Care 184 52 35 22 11
and Development
Financial
Services Skills 133 51 14 11 5
Council
Semta 125 49 53 47 23
Proskills 108 47 26 15 7
Lantra* 93 47 30 20 9
Skillset* 77 47 18 11 5
Energy and Utility
Skills* 69 46 43 20 9
Creative and
Cultural Skills 100 45 28 18 8
Non-SSC 535 45 26 14 6
employers
Skillsmart Retalil 352 42 27 14 6
Skills for Logistics 206 42 23 15 6
Institute of the
Motor Industry 135 41 23 22 °
Skillfast-UK 105 41 22 12 5
ConstructionSkills
/CITB 311 38 30 20 8
SummitSkills 118 31 27 25 8
Asset Skills 170 27 12 9 2
Unweighted base 4,000 2,408 2,408 4,000

Source: NISMS08.

Base: All establishments, unweighted = 4,000.
All establishments with current vacancies or ones in the last year, unweighted = 2,408.
All establishments with current difficult-to-fill vacancies or ones in the last year, unweighted = 720.
* Caution small numbers.
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4

4.1

4.2

4.3

Retention Difficulties

Summary

Seven per cent of employers report that they have specific jobs in which there is a high level of
turnover.

The proportion of establishments reporting jobs in which there was a high level of staff turnover was
greatest in Creative and Cultural Skills (16%), followed by Government Skills, Lifelong Learning UK,
and People 1* (all 13%). The incidence was lowest in the Financial Services Skills Council (1%),
Skillfast-UK and ConstructionSkills/ CITB (both 3%).

Introduction

This section moves from looking at the difficulties that employers face in recruiting staff, and sufficiently
skilled staff in particular, to difficulties faced in retaining existing staff and considers the responses from
employers as to whether there are jobs in which there is a high level of staff turnover.

Incidence of Staff Retention Difficulties

The Skills Monitoring Survey asked establishments whether there were specific jobs in which there is a
high level of staff turnover, this being when a high number of staff leave but not as a direct result of
downsizing or redundancy.

Seven per cent of all employers reported that they had specific jobs in which there is a high level of
turnover.
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4.4

The proportion of establishments reporting jobs in which there was a high level of staff turnover —
among those SSCs for which robust estimates could be derived — was greatest in Creative and Cultural
Skills (16%), followed by Government Skills, Lifelong Learning UK, and People 1* (all 13%). The
incidence was lowest in the Financial Services Skills Council (1%), Skillfast-UK and ConstructionSkills/
CITB (both 3%). The breakdown by all SSCs is shown in Table 4.1.

Table 4.1: Proportion of establishments with retention difficulties by establishment size, 2008

% of establishments with

Unweighted base retention difficulties
Northern Ireland 4,000 !
Skills for Justice* 32 16
Creative and Cultural Skills 100 16
Government Skills 127 13
Lifelong Learning UK 109 13
People 1% 240 13
GoSkills 102 12
SkillsActive 110 12
Improve Ltd 105 11
Cogent 102 11
Skills for Health 130 10
Skills for Logistics 206 9
Skillset* 77 9
Semta 125 8
e-skills UK 122 8
Lantra* 93 7
Skills for Care and Development 184 7
SummitSkills 118 7
Proskills 108 7
Energy and Utility Skills* 69 6
Skillsmart Retail 352 6
Asset Skills 170 5
Institute of the Motor Industry 135 4
Non-SSC employers 535 3
ConstructionSkills/ CITB 311 3
Skillfast-UK 105 3
Financial Services Skills Council 133 1

Source: NISMS08.
Base: All establishments, unweighted = 4,000.
* Caution small numbers.

20



Skill Gaps

Summary

Around one in seven employers in Northern Ireland (14%) identify a gap between the skills of their
current employees and the skills they need to meet their business objectives. The highest proportion
of establishments with such skill gaps is in Government Skills, Cogent and e-skills UK (21%),
followed by Lifelong Learning UK (20%).

Overall, 22% of employers currently report that they have such proficiency-based skill gaps within
their existing workforce, that is to say having at least one employee deemed not “able to do their job
to the required level”. The incidence of proficiency-based skill gaps among those SSCs for which
robust estimates can be derived is highest in Semta (37%), People 1* (34%) and Cogent (34%).

Around 58,700 workers are reported by employers in Northern Ireland as having proficiency-based
skill gaps. This equates to 8% of the total number of staff employed. Skillsmart Retail accounts for
the greatest number of skill gaps and consequently the highest share of all skill gaps (10,100 and
17% respectively), followed by People 1% (7,400; 13%) and Skills for Health (6,300; 11%).

Skill gaps as a proportion of the total employment within each SSC is highest in People 1% (15%),
followed by SummitSkills (12%), Skillsmart Retail and Skillfast-UK (both 11%).

Introduction

In this chapter, we turn to the skill deficiencies or skill gaps observed by employers amongst their
existing workforce. More specifically, we focus on the incidence and distribution of skill gaps across
SSCs.
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Incidence and Distribution of Skill Gaps

Around one in seven employers in Northern Ireland (14%) identify a gap between the skills of their
current employees and the skills they need to meet their business objectives.

The incidence of perceived skill gaps by SSC is shown in Table 5.1. The highest proportion of
establishments with skill gaps among those SSCs for which robust estimates can be derived is in
Government Skills, Cogent and e-skills UK (21%), followed by Lifelong Learning UK (20%).

Table 5.1: Skill gaps by SSC, 2008

% of establishments with skill

Unweighted base gaps
Northern Ireland 4,000 14
Skillset* 77 24
Government Skills 127 21
Cogent 102 21
e-skills UK 122 21
Lantra* 93 21
Lifelong Learning UK 109 20
Creative and Cultural Skills 100 19
Skills for Justice* 32 18
People 1 240 18
Improve Ltd 105 18
Proskills 108 18
Skills for Care and Development 184 17
SkillsActive 110 16
Semta 125 16
GoSkills 102 15
SummitSkills 118 15
Non-SSC employers 535 15
Skillfast-UK 105 14
Skills for Logistics 206 13
Skillsmart Retail 352 13
Energy and Utility Skills* 69 12
Construction Skills/ CITB 311 12
Financial Services Skills Council 133 12
Institute of the Motor Industry 135 11
Skills for Health 130 10
Asset Skills 170 10

Source: NISMS08.
Base: All establishments, unweighted = 4,000.
* Caution small numbers.
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5.4

5.5

5.6

5.7

5.8

Proficiency-Based Skill Gaps

Having identified that, when thinking about their current employees, there is a gap between the skills of
their employees and those skills needed for the business to meet its objectives, employers were then
asked about how proficient they felt their existing staff are at doing their job. A proficient employee is
defined as someone who is “able to do the job to the required level”.

Overall, 22% of employers currently report that they have such proficiency-based skill gaps within their
existing workforce. Around 58,700 workers are reported by employers in Northern Ireland as having
proficiency-based skill gaps. This equates to 8% of the total number of staff employed.

The incidence of proficiency-based skill gaps among those SSCs for which robust estimates can be
derived is highest in Semta (37%), People 1* (34%) and Cogent (34%). In terms of the number of skill
gaps and percentage share of all skill gaps, the picture is different: Skillsmart Retail accounts for the
greatest number of skill gaps and consequently the highest share of all skill gaps (10,100 and 17%
respectively), followed by People 1% (7,400; 13%) and Skills for Health (6,300; 11%).

Skill gaps as a proportion of the total employment within each SSC is highest in People 1% (15%),
followed by SummitSkills (12%), Skillsmart Retail and Skillfast-UK (both 11%).

Table 5.2 summarises the findings with respect to proficiency-based skill gaps.
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Table 5.2: Proficiency-based skill gaps by SSC, 2008

% of Skill gaps as
Unweighted establishments Number of % share of % of total
base with skill gaps skill gaps  all skill gaps employment
Northern Ireland 4,000 22% 58,700 100% 8%
Skills for Justice* 32 43% 1,800 3% 10%
Semta 125 37% 3,300 6% 9%
People 1% 240 34% 7,400 13% 15%
Cogent 102 34% 1,300 2% 10%
Lantra* 93 29% 300 0% 10%
Government Skills 127 28% 1,800 3% 6%
SummitSkills 118 28% 1,300 2% 12%
Skillsmart Retalil 352 27% 10,100 17% 11%
gt‘iﬁ;‘%‘f‘)’uﬁiﬂ‘”ces 133 26% 1,300 2% 7%
Lifelong Learning UK 109 24% 700 1% 3%
Proskills 108 24% 500 1% 5%
GoSkills 102 23% 500 1% 5%
Skills for Health 130 22% 6,300 11% 9%
:233;”@ of the Motor 135 21% 1,100 2% 9%
Improve Ltd 105 21% 900 2% 5%
Skills for Logistics 206 20% 2,700 5% 7%
SkillsActive 110 20% 600 1% 8%
e-skills UK 122 19% 800 1% 7%
Non-SSC employers 535 18% 7,900 13% 6%
glqlqgtruction Skills/ 311 17% 3.200 5% 8%
Skillfast-UK 105 16% 600 1% 11%
g':\'/':lgnfear:te and 184 15% 2,300 4% 6%
EE"elrS%y and Utility 69 15% 200 0% 3%
glr(ci-:ilastive and Cultural 100 13% 200 0% 6%
Skillset* 77 12% 200 0% %
Asset Skills 170 11% 1,700 3% 8%

Source: NISMS08.

Base: All establishments, unweighted = 4,000.

Note: Weighted skill gaps rounded to the nearest 100.
* Caution small numbers.
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6

6.1

6.2

6.3

Recruitment of Graduates

Summary

Overall, 11% of establishments had taken on graduates to their first job on leaving university or any
other Higher Education Institution in the 12 months leading up to the survey.

Government Skills has the greatest proportion of establishments having taken on graduates in the
last 12 months (25%) followed by e-skills UK (17%) and Semta (15%). In three SSCs, the incidence
of employers having taken on graduates was 5% or lower: Asset Skills, Skills for Logistics and
Skillfast-UK.

Introduction

This section looks at Northern Ireland employers’ recruitment of graduates into their first job on leaving
University or any other Higher Education Institution (HEI).

Recruitment of Graduates

Overall, just over one in ten employers (11%) had taken on graduates to their first job on leaving
university or any other Higher Education Institution in the 12 months leading up to the survey.

Of those SSCs for which robust estimates can be derived, Government Skills has the greatest
proportion of establishments having taken on graduates in the last 12 months (25%) followed by e-skills
UK (17%) and Semta (15%). In three SSCs, the incidence of employers having taken on graduates was
5% or lower: Asset Skills (5%), Skills for Logistics (4%) and Skillfast-UK (3%). The full breakdown by
SSC is shown in Table 6.1.
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Table 6.1: Establishments taking on graduates in the last year by SSC, 2008

% of establishments taking on

Unweighted base graduates
Northern Ireland 4,000 11
Government Skills 127 25
Skills for Justice* 32 23
Skillset* 77 22
e-skills UK 122 17
Non-SSC employers 535 17
Semta 125 15
Lantra* 93 14
Cogent 102 13
Creative and Cultural Skills 100 13
Improve Ltd 105 12
Proskills 108 12
SkillsActive 110 12
Financial Services Skills Council 133 12
Skills for Care and Development 184 11
SummitSkills 118 11
Skills for Health 130 11
ConstructionSkills/ CITB 311 10
People 1% 240 9
Skillsmart Retail 352 9
Lifelong Learning UK 109 8
Institute of the Motor Industry 135 7
GosSkills 102 6
Energy and Utility Skills* 69 6
Asset Skills 170 5
Skills for Logistics 206 4
Skillfast-UK 105 3

Source: NISMSO08.

Base: All establishment, unweighted = 4,000.

* Caution small numbers.
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Training and Workforce Development

Summary

Just under three quarters of employers had funded or arranged some form of training for their
employees in the 12 months prior to the survey (74%); three fifths (61%) had funded or arranged on-
the-job training and just over half (53%) had funded or arranged off-the-job training. Approximately
one quarter (26%) had not funded or arranged any training for their staff while two fifths (39%) had
arranged both forms of provision.

The lowest incidence of establishments providing training was in Institute of the Motor Industry
(58%), followed by Skillfast-UK (62%), Skills for Logistics (63%) and Skillsmart Retail (64%), while
the highest was in Government Skills (99%), followed by Skills for Health (97%), the Financial
Services Skills Council (93%) and Lifelong Learning UK (91%).

Establishments in Lifelong Learning UK and Government Skills were most likely to have provided off-
the-job training (both 77%), followed by Skills for Health (75%) and Summit Skills (73%). Skillfast-UK
was the SSC with the lowest incidence (21%), followed by Skillsmart Retail (31%).

With respect to on-the-job training, establishments in Government Skills (93%), Skills for Health
(87%), Financial Services and Lifelong Learning UK (both 86%) were most likely to have provided
such training. The lowest incidence of on-the-job training was in Institute of the Motor Industry (47%),
followed by Skills for Logistics, Creative and Cultural Skills (both 51%), Asset Skills (53%) and
ConstructionSkills/ CITB (54%).

While on-the-job training is more common than off-the-job training overall, the reverse is true in
ConstructionSkills/ CITB, SummitSkills and Creative and Cultural Skills, where employers are more
likely to fund or arrange off-the-job than on-the-job training.

Employers in 2008 reported providing off-the-job training over the previous 12 months for 247,000
employees, equivalent to 34% of the total current workforce across the country. The proportion of
their workforce that employers arrange or fund off-the-job training for varies considerably by SSC.
The highest proportion of staff receiving off-the-job training is in Skills for Health (49%), followed by
ConstructionSkills/ CITB (46%), Skills for Care and Development (44%) and Government Skills
(43%), whilst the lowest proportions are in Skillfast-UK (8%), Cogent (16%) and Skillsmart Retail
(19%).
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7.1

7.2

7.3

7.4

Introduction

As well as exploring the skill deficiencies that employers face, the NISMS explores the ways in which
employers develop the skills of their workforce. We focus particularly on the extent and nature of the
training provided and the proportion of staff receiving these development opportunities. More
specifically we explore employers’ propensity to train by SSC, the proportion of their workforce that
employers train and how this differs by SSC and the nature of training activity undertaken by SSCs.

There are many ways in which employers can develop the skills of their workforce, and a number of
terms are used to describe such activity. In this chapter we focus on off-the-job training and on-the-
job and informal training and development. These concepts refer and were explained to respondents
as:

Off-the-job training and development is training that takes place away from the individual’s
immediate work position, whether on the employer’s premises or elsewhere

On-the-job and informal training and development is training that is given at the desk or place
where the person usually works, but would be recognised as training by the staff, and not the sort
of learning by experience which could take place all the time

Extent of Training and Workforce Development Activity

Employers in Northern Ireland commonly engage in training. Just under three quarters had funded or
arranged some form of training for their employees in the 12 months prior to the survey (74%); three
fifths (61%) had funded or arranged on-the-job training and just over half (53%) had funded or arranged
off-the-job training. Approximately one quarter (26%) had not funded or arranged any training for their
staff while two fifths (39%) had arranged both forms of provision.

The lowest incidence of establishments providing any training — for SSCs for which robust estimates
could be derived — was in Institute of the Motor Industry (58%), followed by Skillfast-UK (62%), Skills for
Logistics (63%) and Skillsmart Retail (64%), while the highest was in Government Skills (99%), followed
by Skills for Health (97%), the Financial Services Skills Council (93%) and Lifelong Learning UK (91%).
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Figure 7.1: Establishments funding or arranging any training in the last 12 months by SSC
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Source: NISMS08.
Base: All establishments, unweighted = 4,000.
Note - some of these do not sum to 100% due to rounding
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7.5

7.6

7.7

7.8

Table 7.1 shows the proportion of establishments providing on- and off-the-job training.

Establishments in Lifelong Learning UK and Government Skills were most likely to have provided off-
the-job training (both 77%), followed by Skills for Health (75%) and Summit Skills (73%). Skillfast-UK
was the SSC with the lowest incidence (21%), followed by Skillsmart Retail (31%).

With respect to on-the-job training, establishments in Government Skills (93%), Skills for Health (87%),
Financial Services and Lifelong Learning UK (both 86%) were most likely to have provided such
training. The lowest incidence of on-the-job training was in Institute of the Motor Industry (47%),
followed by Skills for Logistics, Creative and Cultural Skills (both 51%), Asset Skills (53%) and
ConstructionSkills/ CITB (54%).

As noted earlier, on-the-job training is more common than off-the-job training, and this is the pattern in
most sectors as Table 7.1 illustrates. However the reverse is true in ConstructionSkills/ CITB,
SummitSkills and Creative and Cultural SSCs, where employers are now more likely to fund or arrange
off-the-job training than on-the-job. Skillfast-UK and Cogent stand out as SSCs with a particularly high
level of training activity, but where off-the-job training plays a relatively small role.
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Table 7.1: Establishments funding and arranging of on- and off-the-job training by SSC

Northern Ireland 4,000 53 61
Lifelong Learning UK 109 77 86
Government Skills 127 77 93
Skills for Health 130 75 87
SummitSkills 118 73 57
Non-SSC employers 535 69 60
Energy and Utility Skills* 69 67 74
ConstructionSkills/CITB 311 62 54
Skills for Care and Development 184 62 72
Skills for Justice* 32 62 73
Lantra* 93 59 65
Financial Services Skills Council 133 59 86
Creative and Cultural Skills 100 55 51
SkillsActive 110 52 65
Asset Skills 170 50 53
Semta 125 48 64
Proskills 108 44 69
e-Skills UK 122 44 67
People 1 240 41 61
Improve Ltd 105 40 64
Institute of the Motor Industry 135 39 47
GosSkills 102 38 59
Skillset* 77 38 61
Cogent 102 38 68
Skills for Logistics 206 37 51
Skillsmart Retail 352 31 56
Skillfast-UK 105 21 58

Source: NISMS08.
Base: All establishments, unweighted = 4,000.
* Caution small numbers.
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The Proportion of the Workforce Receiving Off-the-Job Training

7.9 Employers reported providing off-the-job training over the previous 12 months for 247,000 employees.
This is equivalent to 34% of the total current workforce® across the country and 45% of the workforce in
employers that provide off-the-job training.

7.10 The proportion of their workforce that employers arrange or fund off-the-job training for varies
considerably by SSC. The highest proportion of staff receiving off-the-job training is in Skills for Health
(49%), followed by ConstructionSkills/ CITB (46%), Skills for Care and Development (44%) and
Government Skills (43%), whilst the lowest proportions are in Skillfast-UK (8%), Cogent (16%) and
Skillsmart Retail (19%).

% The survey asks employers how many staff at the establishment they had funded or arranged training for in the previous
12 months. For some employers this could include training for employees who have since left. This means that employers
can give a figure for the number of staff trained over the previous 12 months which is higher than their current number of
employees. One implication is that the overall number of staff trained as a proportion of the workforce reported across
Northern Ireland is likely to be something of an overestimate: employees who were trained by one employer in the previous
12 months, then changed employer and received training in their new position, will be counted twice.
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8 SSC Awareness and Dealings

Summary

80% of all Northern Ireland employers are covered by the footprints of the 25 Sector Skills Councils
(SSCs).

Overall, just 4% were able to cite the name of their SSC on an unprompted basis, though this rises
to 19% for employers covered by ConstructionSkills / CITB, 13% for those within the Skills for
Justice footprint, and 11% for establishments in Skillset.

Prompted SSC awareness levels range from just 4% for Improve, 6% for Semta and 9% for
Skillsmart Retail, up to 82% for Lifelong Learning and 84% for ConstructionSkills / CITB.

Around two-thirds of employers (68%) who have heard of their SSC have only a rudimentary
knowledge of its aims and objectives, with 42% knowing nothing more than the SSC’s name and
26% reporting just a patchy knowledge. By contrast, one in five (21%) feel they had a fairly detailed
understanding of their SSC, whilst one in ten (9%) regard this as very detailed.

Just over half of employers (56%) with at least a patchy awareness of their SSC reported that they
had, at some point, had dealings with their SSC, equating to 9% of all employers falling within an
SSC's footprint. Of those who had, 60% had dealings with their SSC over the course of the 12
months prior to the survey date, corresponding to 6% of all Northern Ireland employers covered by
an SSC.

ConstructionSkills/CITB establishments were the most likely to have had dealings with their SSC,
both ever (44%) and in the last 12 months (25%). At the opposite extreme, fewer than 1% of Semta
and Skillsmart Retail establishments had ever engaged with their respective SSCs.

Introduction

8.1 For those employers covered by a Sector Skills Council (80% of the Northern Ireland business
population), the survey sought to explore awareness levels of employers’ own SSC, their depth of
understanding of the roles and objectives of their SSC and the extent of engagement they have had
with their SSC.
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8.2

8.3

8.4

8.5

Awareness of own SSC

Employers whose business activities are covered by an SSC were asked whether they knew the name
of the SSC that represented their industry.

Overall, just 4% were able to cite the name of their SSC on an unprompted basis, though this rises to
19% for employers covered by ConstructionSkills / CITB, 13% for those within the Skills for Justice
footprint, and 11% for establishments in Skillset.

Those employers that did not know the name of their SSC were prompted with the name of their SSC
and asked if they had heard of it. When prompted, the total proportion of employers who claim to have
heard of their SSC rises to three in ten (of those covered by an SSC).

Prompted SSC awareness levels range from just 4% for Improve, 6% for Semta and 9% for Skillsmart
Retall, up to 82% for Lifelong Learning and 84% for ConstructionSkills / CITB.
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Table 8.1: Establishments’ awareness of own SSC, unprompted and prompted

Unweighted
base Unprompted Prompted
(establishments awareness of own awareness of own
covered by SSC) SSC (%) SSC (%)
Northern Ireland 3,465 4 30
ConstructionSkills/CITB 311 19 84
Skills for Justice* 32 13 53
Skillset* 77 11 45
Financial Services Skills Council 133 6 31
Lifelong Learning UK 109 5 82
Creative and Cultural Skills 100 3 15
SkillsActive 110 3 32
GoSkills 102 3 40
Improve Ltd 105 2 4
Institute of the Motor Industry 135 2 39
Cogent 102 2 11
Skillfast-UK 105 2 12
Government Skills 127 1 44
Skills for Health 130 1 27
SummitSkills 118 1 22
Energy and Utility Skills* 69 1 27
Skills for Care and Development 184 1 17
Lantra* 93 1 38
e-skills UK 122 1 33
People 1% 240 1 16
Skills for Logistics 206 1 13
Asset Skills 170 0 25
Semta 125 0 6
Proskills 108 0 19
Skillsmart Retail 352 0 9

Source: NISMS08.

Base: All establishments, unweighted = 4,000.

* Caution small numbers.
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8.6

8.7

8.8

Understanding of SSCs

Those employers who have heard of their own SSC (on either a prompted or unprompted basis) were
asked about their level of understanding of the role and objectives of their SSC.

As we see in Figure 8.1, around two thirds of employers (68%) who have heard of their SSC have only
a rudimentary knowledge of its aims and objectives, with 42% knowing nothing more than the SSC'’s
name and 26% reporting just a patchy knowledge. By contrast, one in five (21%) feel they had a fairly
detailed understanding of their SSC, whilst one in ten (9%) regard this as very detailed.

It is not possible to disaggregate these findings by individuals SSC, given the very small base sizes in
most cases.

Figure 8.1: Level of understanding of the role and objective of SSCs, Northern Ireland, 2008

9%

Very detailed
¥ Fairly detailed
m Patchy

® Name only

Source: NISMS08.
Base: All establishments with prompted/unprompted knowledge of their SSC, unweighted = 1,104.
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8.9

8.10

Engagement with SSCs

The survey also sought to examine whether employers with at least a ‘patchy’ awareness of their SSC
had actually engaged with their SSC. Just over half of employers (56%) with at least a patchy
awareness of their SSC reported that they had, at some point, had dealings with their SSC, equating to
9% of all employers falling within an SSC's footprint. Of those who had, 60% had dealings with their
SSC over the course of the 12 months prior to the survey date, corresponding to 6% of all Northern
Ireland employers covered by an SSC.

As Table 8.2 demonstrates, ConstructionSkills/CITB establishments were the most likely to have had
dealings with their SSC, both ever (44%) and in the last 12 months (25%). At the opposite extreme,
fewer than 1% of Semta and Skillsmart Retail establishments had ever engaged with their respective
SSCs.

Table 8.2: Establishments’ engagement with own SSC

Unweighted
base Dealings with own
(establishments Dealings with own SSC —in last 12
covered by SSC) SSC - ever (%) months (%)
Northern Ireland 3,465 9 6
ConstructionSkills/CITB 311 44 25
Skills for Justice* 32 29 16
Lifelong Learning UK 109 20 12
Skillset* 77 15 13
Government Skills 127 10 8
Energy and Utility Skills* 69 10 10
SkillsActive 110 8 6
Lantra* 93 8 7
GosSkills 102 7 5
Financial Services Skills Council 133 5 3
Asset Skills 170 4 2
Creative and Cultural Skills 100 3 3
Institute of the Motor Industry 135 3 2
Cogent 102 3 2
e-skills UK 122 3 2
People 1% 240 3 3
Proskills 108 3 2
Improve Ltd 105 2 2
Skillfast-UK 105 2 2
Skills for Health 130 2 2
SummitSkills 118 2 2
Skills for Care and Development 184 2 1
Skills for Logistics 206 1 1
Semta 125 <0.5% <0.5%
Skillsmart Retail 352 <0.5% <0.5%

Source: NISMSO08.
Base: All establishments, unweighted = 4,000. * Caution small numbers.
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9.1

9.2

9.3

9.4

9.5

9.6

Technical Appendix

The following section provides further details on the key aspects of the survey methodology employed
for the Northern Ireland Skills Monitoring Survey 2008 (NISMS08).

Sampling
The key elements of the sample design were as follows:

> Stage 1 — Initially, half the 4,000 interviews were distributed evenly between the 25 SSCs and
two “non-SSC employer” groups (c. 75 interviews to each), and then half the interviews in
proportion to the IDBR units each sector accounts for.

> Stage 2 — Within each SSC, interviews were then distributed by sizeband in proportion to IDBR
employees.
> Stage 3 — Targets were then pegged down to available Experian sample (capped at 4:1 for

establishments with 50+ employees, and 6:1 for remaining sizebands).

> Stage 4 — To ensure geographic representation, additional “rim” quota targets were also set for
each of the six WDF areas in proportion to the IBDR units each area accounts for.

In line with previous waves of the Skills Monitoring Survey, Experian’s Business Database was used as
the core sample source. This is the most comprehensive source of establishment-based data that is
commercially available with telephone numbers.

Skills for Justice, Government Skills and Energy and Utility Skills are three SSCs where there is a
particular shortfall in Experian’s coverage, however. In light of this, we submitted an application to ONS’
Micro Data Release Panel to obtain details of all the records they hold for these SSCs. These records
then supplemented the Experian sample.

The targets set as described above were subject to a final check against the available sample, with
some targets adjusted accordingly.

Prior to the survey, an advance letter was sent to sampled employers with at least 50 staff.

39



9.7

9.8

9.9

9.10

9.11

9.12

Survey Fieldwork

A total of 4,000 interviews were conducted by telephone using computer-aided telephone interviewing
(CATI) technology.

Interviews were conducted with ‘the most senior person at the site with responsibility for human
resource and personnel issues’.

Fieldwork took place from October to December 2008.

Industry Coding

Each establishment was allocated to a sector using the following method. Using the four-digit Standard
Industrial Classification (SIC) supplied for each record from the Experian database, a description of
business activity was read out to each respondent. If they agreed that this description matched the main
activity undertaken at the establishment, then the SIC on Experian's database was assumed to be
correct. If the respondent felt the description did not correspond to their main business activity at the
site, a series of up to three follow-up questions was asked in order to determine the SSC whose
footprint they fell within. Verbatim responses were also collected, to ensure all records could be coded
to a four-digit SIC post-fieldwork.

Grossing-up

Data for the survey were grossed-up to population estimates of establishments (some 57,800
establishments) and to the population of employees (723,000). These population estimates were
derived from the 2008 Inter-Departmental Business Register (IDBR).

The grossing-up procedure on which this report has been based was undertaken at WDF level. Within
each WDF area, the grossing-up took place on a 27-sector and five-size band interlocking grid (i.e. 135
cells). There were instances where within a region no interviews were conducted in cells where the
IDBR indicated that establishments existed. There were also instances where a low number of
interviews were conducted in relation to the population of that cell, which would have resulted in high
relative weights being applied to these establishments. In both instances, cells were merged. This was
done primarily by merging different sectors within a size band (though in some cases also by merging
across size bands within a sector).
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APPENDIX A - Summary Description of Sector Skills Councils

Sector Skills Councils (SSC) are employer-led, independent organisations that cover specific sectors
across the UK. SSCs provide employers with a unique forum to express the skills and productivity
needs that are pertinent to their sector. The table below gives a brief description of the sector covered

by each SSC.

SSC name Summary Description

Asset Skills Property, housing, cleaning services and facilities
management.

Cogent _Chemlc_:al, nuclear, oil, gas, petroleum and polymer
industries.

ConstructionSkills/ CITB Construction industries.
Advertising, crafts, cultural heritage, design, music,

Creative and Cultural Skills

performing, literary and visual arts.

Energy and Utility Skills

Electricity, gas, waste management and water industries.

e-Skills UK

Information technology and telecommunications and contact
centres.

Financial Services Skills Council

Financial industries.

GosSkills

Passenger transport.

Government Skills

Central government.

Improve Ltd

Food and drink manufacturing and processing.

Institute of the Motor Industry

The retail motor industry.

Lantra

Environmental and land-based industries (though note
agriculture is not within the scope of NISMS).

Lifelong Learning UK

Community based learning, Further Education,
Education and library and information industries.

Higher

People 1* Hospitality, leisure, travel and tourism industries.
Process and manufacturing in the building products,

Proskills coatings, glass, printing, extractive and mineral processing
industries.

Semta Science, _ engineering, aerospace and manufacturing
technologies.

Skillfast-UK Apparel, textiles, footwear and related industries.

Skills for Care and Development

Social care, children, early years and young people's
workforces in the UK.

Skills for Health

NHS, independent and voluntary health organisations.

Skills for Justice

Policing and law enforcement, youth justice, custodial care,
community justice, courts service, prosecution service and
forensic science.

Skills for Logistics

Freight logistics and warehousing industry.

SkillsActive

Active, leisure, outdoor and playwork.

Skillset

Audio visual industries.

Skillsmart Retail

Retail sector.

SummitSkills

Electro-technical, heating,
refrigeration and plumbing.

ventilating, air conditioning,

Non-SSC employers

All other industries.
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APPENDIX B - SIC definitions used for each SSC

The table below shows the SSC definitions that were used for the analysis throughout this report.

SSC name SIC03 Definition
Asset Skills 70, 74.7
Cogent 11, 23-25 (excluding 24.3, 24.64, 24.7, 25.11, 25.12), 50.5

ConstructionSkills/
CITB

45.1, 45.2,45.32, 45.34, 45.4, 45.5, 74.2

Creative and Cultural
Skills

22.14, 22.31, 36.3, 92.31, 92.32, 92.52, 36.22, 74.4, 92.4, 92.34

Energy and Utility
Skills

40.1, 40.2, 41, 90.01-90.02, 37, 60.3

e-Skills UK 22.33,64.2, 72

Financial Services

Skills Council 65-67

GoSkills 60.1, 60.21, 60.22, 60.23, 61.1, 61.2, 63.21, 63.22, 80.41
Government Skills 75.1, 75.21, 75.22, 75.3

Improve Ltd 15 (apart from 15.92), 51.38

Institute of the Motor 50.1-50.4, 71.1

Industry

Lantra 1,2,5.02,51.88, 85.2, 92.53, 20.1

Lifelong Learning UK 80.22, 80.3, 80.42, 92.51

People 1" 55.1, 55.21, 55.23, 55.3-55.5, 63.3, 92.71, 92.33
Proskills 10, 12-14, 21.24, 22.2, 24.3, 26.1, 26.26, 26.4, 26.5, 26.6, 26.7, 26.8
Semta 25.11, 25.12, 27-35, 51.52, 51.57, 73.10

Skillfast-UK 17-19, 24.7,51.16, 51.24, 51.41, 51.42, 52.71, 93.01

Skills for Care and

Development 85.3
Skills for Health 85.1
Skills for Justice 75.23, 75.24

Skills for Logistics

51 (except 51.16, 51.24, 51.38, 51.41, 51.42, 51.52, 51.57, 51.88),
60.24, 63.1, 63.4, 64.1

SkillsActive 55.22,92.6

Skillset 22.32,24.64,74.81,92.1, 92.2
Skillsmart Retail 52.1-52.6

SummitSkills 45.31, 45.33, 52.72

Non-SSC employers

5.01, 15.92, 16, 20 (except 20.1), 21 (except 21.24), 22.11-22.13,
22.15, 26.21-26.25, 26.3, 36.1, 36.21, 36.4-36.6, 40.3, 52.73, 52.74,
62.1, 62.2, 63.23, 62.3, 71.2-71.4, 73.2, 74.1, 74.3, 74.5-74.6, 74.82,
74.85, 74.86, 74.87, 75.25, 80.10, 80.21, 91, 93.02, 93.03, 93.05,
90.03, 92.72, 93.04

42




APPENDIX C - Table of Contacts for each SSC

Sector Skills Councils

Contact

Details

Asset Skills

Adrian Watson

awatson@assetskills.org

Cogent

Barry Neilson

barry.neilson@cogent-ssc.com

ConstructionSkills/ CITB

Karen Hunter

karen.hunter@constructionskillsni.org.uk

Creative and Cultural Skills

Sara Graham

sara.graham@ccskills.org.uk

Energy and Utility Skills

Ronnie Moore

ronnie.moore@euskills.co.uk

e-Skills UK

Mark Feeney

mark.feeney@e-skills.com

Financial Services Skills Council

Dympna Hannon

dympna.hannon@fssc.org.uk

GosSkills

Richard Wheater

richard.wheater@goskills.org

Government Skills Karen Leigh karen.leigh@government-skills.gsi.gov.uk
Improve Ltd Geoff Lamb geoff@foodanddrinksectorskills.co.uk
Institute of the Motor Industry Martin Hutchinson martinh@motor.org.uk

Lantra David Seffen dave.seffen@lantra.co.uk

Lifelong Learning UK Brian Henry brianhenry@Iluk.org

People 1% Roisin McKee Roisin.mckee@peoplelst.co.uk

Proskills Paul Coffey paul.coffey@proskills.co.uk

Semta David Hatton david.hatton@etcni.org.uk

Skillfast-UK Grainne McGowan grainne_mcgowan@skillfast-uk.org

Skills for Care and Development

Gerry Cunningham

gerardine.cunningham@nisocialcarecouncil.org.uk

Skills for Health

Shauna Doherty

shauna.doherty@skillsforhealth.org.uk

Skills for Justice

Judith Thompson

judith.thompson@skillsforjustice.com

Skills for Logistics

Geraldine Quinn

geraldine.quinn@skillsforlogistics.org

SkillsActive Siobhan Weir s.weir@skillsactive.com

Skillset lan Kennedy iank@skillset.org

Skillsmart Retail Noel Ferguson noel.ferguson@skillsmartretail.com
SummitSkills Trevor Johnston trevor.johnston@summitskills.org.uk

Alliance of Sector Skill Councils

Laurence Downey

info@sscalliance.org

43



people:skills:jobs:

THE DEPARTMENT:

0ur am & o pomehs Eaming sng sols,
to preapars peopis For waork and o sippon
T ECononmey

This Socument & avedabia in other
eFTrals LDon reguest.

Deesarmenl, for

e, ek, g,

Further information:

9,

INVESTOR IN FEOPLE

Department for Employment and Learning

Adelaide House
39-49 Adelaide Street
Belfast BT2 8FD

Tel: 028 9025 7609
Fax: 028 9025 7696
email:

web:

[

IFF
Research





