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1. The National & Regional Context

The LSC’s Annual Statement of Priorities published in November 2005 sets out what needs to be done to support the delivery of world-class learning and skills. Our priorities are to:

· Ensure that all 14-19 year olds have access to high quality, relevant learning opportunities.

· Make learning truly demand-led so that it better meets the needs of employers, young people and adults.

· Transform the learning and skills sector through agenda for change
· Strengthen the role of the LSC in economic development so that we provide the skills needed to help all individuals into jobs and lifelong employability.

· Improve the skills of the workers who are delivering public services.

· Strengthen the capacity of the LSC to lead change nationally, regionally and locally.
The full Annual Statement of Priorities can be found at www.lsc.gov.uk
Government has set challenging skills targets that we are committed to delivering - directly and by influencing the activities of our partners. In supporting these priorities nationally, the LSC plans to deliver against the following targets:

For young people:

· Increase the number of 17 year olds engaged in learning to 90% by 2015; 

· Increase the proportion of 19 year olds who achieve at least Level 2 (equivalent of 5 GCSEs) by 3 percentage points between 2004 and 2006, and a further 2 percentage points between 2006 and 2008. 

For apprentices:

· By 2007/8, the number completing an Apprenticeship will have risen by 75% compared to 2002/03.

For adults: 

· Improve the basic skills of 2.25 million adults between 2001 and 2010, with a milestone of 1.5 million in 2007; and  

· Reduce by at least 40 per cent the number of adults in the workforce who lack an NVQ Level 2 or equivalent qualification by 2010. The LSC will lead on ensuring the delivery of this target through its own funding and contributions from others. 
We will also work with key partners to contribute to their efforts to:

· Increase the proportion of young people and adults achieving a Level 3 qualification. These targets will be set regionally to reflect the priorities of regional skills partnerships and regional skills needs;

· Reduce the proportion of young people not in education, training or employment by two percentage points by 2010; and

· Increase participation in Higher Education towards 50 per cent of those aged 18 to 30 by 2010.

The LSC priorities are set within the context of a number of key policy drivers that will inform and shape the direction of the work we undertake.  They are:

FE: Raising Skills, Improving Life Chances

On 27 March 2006, the Department for Education & Skills published the FE Reform White Paper.  Its key message is that Further Education (FE) is central to transforming the life chances of young people and adults and to the prosperity of the nation.  This White Paper builds on the existing 14-19 Education and Skills and Skills White Papers, on recent secondary school reforms, Success for All and the LSC Agenda for Change reforms.  It also responds to the report published by Sir Andrew Foster on the future role of Colleges. It sets out a role and focus for the sector which sees it firmly positioned as the backbone of England’s economy.  This White Paper will help us to accelerate progress by allowing expansion of excellent provision, encouraging new providers into the market and reducing poor provision, thereby providing greater choice and higher standards for learners and employers.
14-19 Education and Skills White Paper
The LSC welcomes the 14-19 White Paper's focus on the needs of the learner and the importance of providing stretch and encouragement for all young people.  Critically, it recognises the part employers will play in shaping provision and in providing more opportunities for work-related learning and work experience.  The LSC will support these reforms by providing leadership, nationally, regionally and locally and by expanding on the 
excellent work already being provided in the 14-19 arena and by continuing to develop strong partnerships with the organisations that have direct contact with young people.  

Skills Strategy   

The LSC will work with its key partners nationally, regionally and locally to ensure the effective implementation of the Government’s Skills Strategy.  A key element of this will be the National Employer Training Programme  (Train to Gain) that will offer employers hassle-free access to their skills needs.  Building on the success and experience of the LSC's Employer Training Pilots, Train to Gain will provide employers with solutions that address access to high quality learning provision at Level 3 and above and to short bespoke courses, and, where appropriate, support for basic skills and Level 2 provision.  A comprehensive skills brokerage service, led by the LSC, will ensure that employers receive high quality and impartial advice that is designed to have a positive impact on their bottom line.

Agenda for change

The LSC's agenda for change encompasses a wide range of activity to transform the FE sector.  We recognise that there are significant strengths in the sector, but also major issues to tackle.  We need to work together with all of our providers to respond to the challenges that we face so we are able to meet the vision for the future laid down by our own Annual Statement of Priorities, the 14-19 Education & Skills and the Skills White Papers and Success for All.  The LSC ‘s agenda for change will strengthen the sector's ability to respond to the needs of local learners, employers, the economy and the communities we serve.  To do so, we are committed to transforming six key areas of work: skills and employers; quality; funding; efficiency; data and reputation.

Regional Priorities 

The LSC has worked closely with partners in the East Midlands to establish the Regional Employment, Skills and Productivity Partnership, and in the development of the regional ESP Action Plan.  So we are fully committed to the ESP, to its Skills Action Plan, and the priorities it expresses. Some of these go beyond our remit, but of specific interest to the LSC are those to:  

· Develop an economy based on higher skills levels and knowledge 

· Support employers to create more successful and sustainable businesses and better quality employment 

· Create employment opportunities for people without work and for the most disadvantaged groups of people 

· Ensure that more people of all ages are equipped with the skills to take up jobs and to aspire to better jobs 

· Supporting the public sector to work with us to bring about a change to more skilled employment.

The East Midlands ESP will also focus on: management and leadership skills, building on achievements at Level 2 to increase the proportion of the workforce qualified at Level 3, and supporting individuals not currently participating in the labour market to access learning and sustainable employment. 
To view the ESP Skills Action Plan see: 
www.esppartnership.org.uk/download-the-esp-action-plan
Working as a region, we can add most value in the following areas:  

· Working effectively with regional agencies and regional partnerships and aligning plans to achieve maximum impact.

· Ensuring that the LSC plays an effective role in delivering the regional Skills Action Plan.

· Ensuring that the planning of capital and infrastructure developments is taken forward with a cross regional, as well as a local perspective.

· Working on a regional basis in relation to the sectors.

· Supporting benchmarking, sharing good practice across the region and ensuring the most effective use of resource. 

2. The Local Planning Context
The county of Derbyshire comprises the unitary authority area of Derby City and Derbyshire County, which is made up of eight districts.  Overall, the County covers an area of 2,625km2.

A key strength of Derbyshire is that it is situated near the centre of England, is well related to the national motorway and inter-city rail systems and is well served by the Nottingham East Midlands and Manchester International Airports.

There are strong contrasts between the rural west and urban east of the county and between the upland north-west and lowland south and east.  The Peak National Park covers one third of the total land area of the county. One in six people live in sparsely populated rural wards. In contrast the largest concentration of population is in the City of Derby and Chesterfield and via the towns of Alfreton, Ripley, Heanor, Ilkeston and Long Eaton where there is almost continuous urban development down the eastern side of the county.

According to the latest Indices of Deprivation (2004), Derbyshire is identified as having 44 Super Output Areas
 (SOA’s) in the top 10% most deprived SOA’s in England.  17 of these are in the County and mainly concentrated around the former coalfields areas of Chesterfield, and Bolsover and 27 are in the City.  The most deprived SOA’s within Derbyshire are within the Arboretum Ward in the City.  For the County it is in the Ilkeston North Ward and covers the Cotmanhay area.   

Derbyshire LSC believes that the most effective way to co-ordinate activity in such a diverse County is through an area-based approach.  Such an approach was reflected in our Strategic Area Review. This is focused on the following areas and includes a brief summary of the unique characteristics of each:

2.1
Derby 
Derby is a large conurbation situated in the centre of Derbyshire.  As at 2003, the population of Derby was estimated to be around 233,200 making up nearly one quarter of the total Derbyshire population.  It is anticipated that there will be a further 2.4% growth over the next 10 years to 2013.  Derby City has the highest proportion of ethnic minorities in the county @ just under 28,000 people which, as at the 2001 census  represented 12.6% of the population (in 1991 ethnic minorities represented only 9.7% of the population).  Around three quarters of these are from an Asian background.  Seven wards in the Derby area out of a possible 21 across Derbyshire have SOA’s within the top 10% of the most deprived wards in the country, these are Arboretum, Derwent, Normanton, Sinfin, Alvaston, Abbey and Boulton.

As at September 2005, unemployment in the City stood at 2.9%
.  When taken down to ward level unemployment rose to 6.5% in the ward of Normanton and 8.5% Arboretum which also 
have a high ethnic minority population.  At the time of writing there were approximately 880 supported asylum seekers in Derby city, the main nationalities being Iraqi Kurdish and Somalian .

Derby has an increasingly diverse economy, though it is still strongly focused on its strong manufacturing performance in the automobile, aerospace and railway industries.  In recent years Derby’s economy has gone through some structural changes, primarily in response to global market pressures.  Manufacturing employers now only make up 9%
 of the employers in the city however, despite the dramatic decline, 19.3 of the city’s workforce is still employed in manufacturing and continues to be the main plank of the local economy with large employers such as Rolls Royce, Toyota and Bombardier.  

The public administration, education and health sectors have also expanded in recent years and now account for over a quarter of all jobs in Derby (28%).  More than 18% of employees in the city work across the retail and wholesale sector and 13% in real estate which is likely to be linked to the requirement for rented properties and student accommodation.
2.2
High Peak and Derbyshire Dales


The High Peak and Derbyshire Dales is situated in the north west of the county of Derbyshire and is predominantly rural in nature making up half the land mass of Derbyshire.  It has a dispersed population of 159,800 and accounts for only 16% of the total Derbyshire population.  Projections to 2013 would suggest that further growth of around 2.7% is anticipated, slightly higher than that of the county average.  There is also a strong influence of bordering areas outside of Derbyshire including Greater Manchester, Cheshire and Warrington and South Yorkshire and these are reflected inn the travel to learn and work patterns.  

As at September 2005, unemployment across this area stood at 1.1%, with Derbyshire Dales having the least unemployment across the county at only 0.9%.  The area has only one SOA 

in the top 10% most deprived SOA’s in England, namely within Gamesley in the High Peak where unemployment currently stands at 3.1% compared to the district average of 1.3%.
Industry was developed primarily around cotton in the north-west of the High Peak, and around the rich limestone deposits in the south and east. Textiles and quarrying of limestone  are still important due to its location in the Peak District but the industrial base is now broader and includes tourism, plastics, food and engineering.  For example, in New Mills and Whaley Bridge, manufacturing has played a dominant role, while the economy of Chapel-en-le-Frith has been dominated by a single employer.  

This is contrasted with parts of Derbyshire Dales, where in Matlock, the economy has long been based on office services, recreation & tourism with Matlock being the main employment and service centre for Derbyshire Dales District & County Councils.   

The economy of the High Peak & Derbyshire Dales can at times be described as fragile and vulnerable as it is very much reliant on tourism.  Hotels & restaurants make up nearly 11% of the areas employment, 3% higher than that of the Derbyshire average.  Changes in the economy & environmental climate can influence visitor numbers to the area and therefore affect employment patterns with many jobs being seasonal and temporary according to the 
time of year. The nature of employment also raises other problems in terms of recruiting staff with the right levels of skills and retaining them in a high turnover and very often low paid industry.

2.3
Chesterfield, Bolsover and North East Derbyshire 
Chesterfield, Bolsover and North East Derbyshire sit to the north east of Derbyshire bordering South Yorkshire & Nottinghamshire.  The total population of the area is around 269,900 with an ethnic minority population of around 1.4%.  Growth over the next 10 years to 2013 is predicted to rise by around 2.9% although Bolsover is expected to see the largest rise at just over 6%.

The area has a wide range of socio-economic profiles with pockets of affluence and deprivation.  11 out of a possible 21 wards contain SOA’s falling within the top 10% of the most deprived areas in England.  The District of Bolsover has seven SOA’s in the 10% most deprived in the country with Chesterfield having six and North East Derbyshire only 1 in this category.  This is supported by the September 2005 unemployment figures which suggested that the areas’ overall unemployment stood at 2.4% although the boroughs of Chesterfield and Bolsover experienced the highest levels of unemployment at 2.9% and 2.6% respectively.

A large part of the area’s economy has traditionally been based on coal mining, foundries, chemicals and heavy engineering.  However, there has been a shift away from traditional industries towards growth in new manufacturing businesses including plastics, food and packaging products.  Growth has also been experienced in the new technology and knowledge based sectors of electronics, instrument engineering, computer related activities and other business services.   Small and medium sized businesses (SMEs) are predominant within the area but there are a few larger employers, mostly in the public sector.  

Approximately 31% of the population in the area are employed in public admin, education and health compared to a Derbyshire average of around 27%.  A further 24.5% are employed in distribution, hotels and restaurants, similar to that of the Derbyshire average, with the highest percentage in the Chesterfield area.  Just under 20% are employed in manufacturing which is 2% lower than the Derbyshire average although by district, manufacturing employment is much more significant in Bolsover and North east Derbyshire at 26.4% and 24.2% respectively.   

2.4
Erewash, Amber Valley and South Derbyshire
Like many other English Boroughs, this area boasts a mixture of both rural and urban areas and is made up of a number of market towns spanning the Derbyshire/Nottinghamshire border which is born out by the travel to learn & work patterns.

The Borough of Erewash is to be found in the south-east corner of Derbyshire and sits on the eastern boundary with Nottinghamshire.  Approximately 70 per cent of its residents live in the corridor within one mile of the eastern boundary formed by the towns of Ilkeston, Sandiacre and Long Eaton.  Geographically, Amber Valley lies at the approximate centre of the UK.  It is situated immediately north of Derby adjacent to the Erewash border and to the north west of Nottingham and has areas of Green Belt in the south.  The largest towns are Alfreton, Belper, Heanor and Ripley. The Borough is divided by the A38, with the area to the west being mainly rural and to the east forming a mixture of residential and industrial/commercial areas.  South Derbyshire is Derbyshire's fastest growing district.  It is mainly rural in 
character.  Most of the area to the south of the River Trent, including the main town of Swadlincote, is now part of the National Forest and continues to be given over to farming.

The population of this area is estimated to be around 313,300 and makes nearly one third of the overall Derbyshire population.  Current predictions suggest that the population is expected to rise by around 7% over the next 10 years, the highest of all the four planning areas.  South Derbyshire is expected to see the largest increase in population at just under 14%, followed by Amber Valley at 6% compared to Erewash at 3.3%.  The population make-up for this planning area continues to be predominantly white at 98.2%, although Amber Valley has the lowest ethnicity rate at 99.1%.  

Only one ward within the Amber Valley, Erewash & South Derbyshire area out of the 21 across Derbyshire has an SOA within the top 10% of the most deprived wards in the Country.  This is Ilkeston North in Erewash.  
Unemployment, although relatively low within the area is not evenly spread.  NOMIS figures for September 2005 reported that Erewash had the highest rate of unemployment at 2% with Amber Valley at 1.6% compared to South Derbyshire at 1.1%; all of which were lower than the Derbyshire and East Midlands rates.  At ward level unemployment is highest in Cotmanhay in Ilkeston North at 3.3% and is linked to the high deprivation level in this area.  

Across most sectors, the pattern of employment is similar to that of the Derbyshire picture, with one notable exception, manufacturing.  Manufacturing accounts for only 12% of business across the review area but it has the highest proportion of employees in this sector accounting for 28% of the area’s workforce, 6% higher than that of Derbyshire as a county.  At district level, employment is highest in Amber Valley at 29.5%, followed by South Derbyshire at 27.9% and Erewash at 26.9%.

The service sector accounts for 67% of the area’s businesses and 59% of the workforce.  Whilst Distribution, Hotels and Restaurants represents half of the service sector business in the area and is a major segment of the tourism industry, it accounts for only a third of the area’s service sector workforce.  This puts it below the Derbyshire average, which may suggest that there is considerable scope for further growth.  By district, hotels & restaurants is highest in south Derbyshire whereas warehousing, sales and transportation is more important to Erewash, reflecting the high incidence of logistics firms sited along the M1 corridor.

Construction accounts for 11% of businesses in the area, higher than that of the Derbyshire average at 9.8%.  However, employment in the sector is around 5% representing the high incidence of sole traders.  Construction is particularly important to South Derbyshire and Amber Valley.

3. People and Skills in Derbyshire
3.1
Population

The population of Derbyshire was around 976,200 at 2003.  Growth to 2013 is estimated to be around 4.14% (+40,400) with a significant proportion of growth occurring in the South Derbyshire district (+11,800)
.  However, trends indicate that the population for the county is ageing with the main areas of growth coming from the 45-69 year cohort equating to an additional 48,500 people between 2005 and 2015 compared with a loss of 3,000 across the 15-19 cohort over the same period.  These changes in population will have implications for the allocation of public funds to different services.  Issues relating to the ageing of the workforce include the need to maintain the relevance of older workers’ skills and the need to ensure that mobility levels are sufficient for adjustment to future changes in the location & composition of jobs.

According to the 2001 census, the ethnic population of Derbyshire was just under 4% (38,200), with the majority living in Derby City, where ethnic minorities represent 12.6% of the population.  At preset there are also approximately 880 supported asylum seekers in Derby, mainly Iraqi, Kurdish and Somalian.
Derbyshire has a higher proportion of residents with a limiting long-term illness (20.1%) than either the East Midlands (18.4%) or England (17.9%)
; and this is particularly prevalent in Bolsover (25.8%), Chesterfield (23.1%) and North East Derbyshire (21.7%).  In addition, according to Jobcentre Plus information, more than 6 out of 10 people of working age are claiming incapacity or severe disablement benefits in a number of wards in the Shirebrook area of Bolsover.
The total working age
 population of Derbyshire is just over 590,000, of which just over three quarters are in employment
, primarily in manufacturing, wholesale / retail, and health and social work.  Employment activity rates vary from 80.1% across Amber Valley, Erewash and South Derbyshire to 70.9% in Derby.

As at September 2005, unemployment across the county stood at 2%, slightly lower than that of the regional and national rates of 2.1% and 2.3% respectively.  During the six month period to March 2006, the rate of unemployment had increased to 2.6% taking it slightly higher than the regional average of 2.5% and in line with the national average.  Bolsover (3.2%), Chesterfield (3.5%) and Derby City (3.5%) districts all remain above the county average with wards significantly above their district averages, namely, Shirebrook North West (7.4%), Shirebrook South East (5.6%), St Helens (6.9%), Middlecroft & Poolsbrook (6.2%), Arboretum (9%) and Normanton (6.7%).
The proportion of those identified as long term unemployed (over 1 year) has come down from 15.3% in September 05 to 14% in March 2006, still higher than that of the regional rate (13.4%) but lower than the national rate at 14.2%.  The worst affected districts are North East Derbyshire (16.7%), Bolsover (16.4%) and Chesterfield (15.7%).
Unemployment disproportionately affects young people (those under 25) – In March 2006, there were 5,010 people recorded across Derbyshire accounting for nearly a third (32.4%) of all unemployed people in the county slightly higher than the regional and national rates of 31.8% and 31.3% respectively.  Districts most prevalent were Bolsover (36.8%) and Erewash (33.4%) with the 20-24 age group being most affected.  It is also worth noting that between Sept 05 and March 06, the growth in unemployment across young people rose by a much bigger proportion (+35%) in comparison to overall unemployment (+25%).
3.2
Skills Levels
The aim of the national Skills Strategy is to raise the skill levels of adults, particularly in relation to Level 2 and Skills for Life, in order to meet employers’ need for a more highly skilled workforce and to improve the employment prospects of individuals.

It is estimated that in Derbyshire 25% of 16-60 year olds (over 143,000 people) have poor literacy skills and almost 26% have poor numeracy skills compared with a national average of 24% on both measures
.  Bolsover, Chesterfield and Derby City wards have the highest numbers with poor literacy and numeracy skills throughout the county.  
The Skills for Life provision delivered in Derbyshire represents a significant investment in learning.  In the period from 2002-04 there were 69,320 basic skills learning opportunities taken up by 33,637 learners.  Within our regional sector priorities, 18% of Construction employers report a basic skills need within their workforce.  This lack of basic skills limits the employability of the individuals affected and the competitiveness of local businesses.
The latest DfES analysis measuring qualifications held by the working age population across LLSC’s areas for 2003/04, shows that in Derbyshire there were around 62.5% of the working age population
 who hold at least a level 2 qualification and 41.3% with a level 3 qualification compared to the England averages of 65.3% and 43.7% respectively.  When comparing qualifications held by district, six of nine districts fall below the national average on both measures.  Bolsover performs the lowest at only 54.5% holding a level 2 qualification & 32.4% with level 3.  This has significant implications Derbyshire in terms of raising skill levels and ensuring we have an adequately qualified workforce.  Recruitment problems and skills gaps will be further compounded by the fact that many sectors are requiring higher level skills due to technological changes
The skills deficit in Derbyshire is limiting the employability of individuals and inhibiting the capacity of businesses to capitalize on the opportunities presented by technological developments, such as robotics and automation in the engineering industry.  Productivity levels are also adversely affected.  This is consistent with the low skill / low wage equilibrium that is typical of the East Midlands economy.  The imperative need to raise the level of skills in Derbyshire for the benefit of both businesses and individuals is the key driver behind our decision to establish challenging targets for raising the proportion of young people and adults who are qualified to Level 2 and for improving the number of people who achieve Skills for Life (basic skills) qualifications.

4. Learning Supply
4.1
Participation of young people

It is estimated that between 2003 and 2005 the 16-18 population in Derbyshire rose by around 2%.  Over a similar period from 2003/04 to 2004/05, participation in FE, WBL (including E2E) & 6th form provision increased by 3.8.%, slightly higher than that of the population growth suggesting that actual participation rates are increasing.  2005 Connexions destinations figures reported that some 87.1% of young people continued in some form of learning.  This represents a 4.9% improvement on 2003.  This is further supported by early indications for 2005/06 which suggest that 16-18 participation targets will be exceeded.  This increase may be as a result of the recent new builds in Clowne, Buxton and Derby City
However, those entering employment without training amount to just around 3.5%
 of the cohort; this proportion varies significantly across Derbyshire, with 6.3% of the Derbyshire Dales cohort choosing employment without training compared to 2.35 in Derby. 
Young people’s participation in Higher Education (HE) presents a mixed picture.  Nearly 1 in 5 Derbyshire young people reside in wards where take up of HE is amongst the highest in the country.  However, more than half of Derbyshire young people live in areas where take up is amongst the lowest in the country, which is significantly higher that the East Midlands region as a whole
.    

As at February 2006, NEET across the County stood at 8.3%% equating to around 2,030 young people.  A closer look at the data in absolute number terms would highlight that there are some significant pockets of NEET, particularly across the City, Chesterfield/North East , Ilkeston & Alfreton.  In addition, 31% of NEET have been so for more than 6 months.  Young people with learning difficulties make up a disproportionate number of those who dis-engage, underlining the need for a wide and inclusive curriculum and support infrastructure for all learners.  

The key challenges we face to improve the participation of young people are therefore to:

· Tackle the areas of Derbyshire where participation in post 16 education is lowest, particularly within the Chesterfield, Erewash and Derby City areas, by introducing a wider curriculum choice at pre-entry, entry and level 1 to engage all learners.

· Develop coherent 14-19 pathways establishing a local curriculum entitlement, including the wider choice of vocational learning.

· Through working with partners, improve the progression rates into Higher Education, particularly within the North East of the County.

Based on this analysis, the priority groups which need to be targeted in Derbyshire are:

· Young People aged 16-19 not in Education, Employment or Training (NEET), particularly in the Chesterfield/North East, Derby City and Ilkeston and Alfreton areas.
· Young People in employment without quality training, particularly in the Bolsover, Derbyshire Dales and Amber Valley areas.

4.2
Participation of adults

During the 2004/05 academic year a total of 103,760 adults aged 19 and over participated in LSC funded learning provision.  This represented a decline of 2.5% compared to the previous year.  Based on planned provision, we expect that we will support 7.8% fewer adult learners in 2005/06 than we did in the previous year.  
Across FE, work is being carried out to review the balance and mix of learning provision in order to further support and increase the skills levels our priority sectors.  In 2004/05 it was estimated that of around 58% of adult expenditure contributed to our high priority sectors although 37% did not count directly toward our targets.
We expect that participation in ACL will increase by nearly 14% between 2004/05 and 2005/06 and, in addition, we now have a large volume of ESF provision, which is making a significant contribution to ‘first steps’ learning in the community. 
The national ETP, ‘Train to Gain’ will succeed ‘valua£ble skills’ from April 2006, but will be significantly different.  Train to Gain is aimed at improving business performance, raising skills levels, and improving the delivery and quality of learning provision.  The main elements of the initiative will consist of support from impartial brokers who will assist in diagnosing training needs and identifying appropriate sources of training, which may be funded by the LSC – such as Skills for Life, Level 2 qualifications, and apprenticeships – or paid for by the employer.  Training will increasingly be delivered in the workplace.      

A three-year plan for the development of an infrastructure to support Train to Gain in the East Midlands is being developed.   It is expected that Train to Gain in Derbyshire will engage a total of 7,100 learners in Level 2 or Skills for Life activity during its first full year and that a total of 1,057 businesses from the private, public and voluntary sectors will be engaged, with an emphasis on our identified priority sectors. 

The Derbyshire Strategic Area Review (StAR) identified that there are communities across Derbyshire, including Derby City, which continue to have low levels of adult participation.  Further, our understanding of the needs of these communities is not sufficiently developed to ensure that provision is effectively planned and this is resulting in gaps and duplication.  
The key challenges we face to improve the participation of adults are therefore to:

· Develop a targeted adult strategy that identifies the needs of these communities, ensures the most efficient coverage of learner needs and appropriate levels of support and which sets out priorities for action and future development.

5. The Needs of Business & Employers
5.1
Economic Trends
An analysis of employers and employment in Derbyshire shows the relative importance of each of the sectors to the Derbyshire economy.  The latest ABI data shows that there were 32,057 businesses in Derbyshire and 380,599 employees.  The highest number of employers (21%) are in Derby City and the lowest (5%) in Bolsover.  More than four-fifths (82%) of these organisations are micro-businesses, employing less than 10 people, although this varies across sectors; conversely less than 1% of businesses are large companies employing 200 people or more.

More than 50% of Derbyshire employees are employed across manufacturing, wholesale & retail, education and health & social work which link in to the regional skill priority areas.  

Employment projections indicate that 182,000 additional employees will be required by 2014 compared to 2004 in order to meet the need to replace those leaving the labour market through retirement (169,000) and an expected 3% growth in jobs (13,000).

Occupational demands on 2004 figures can be broken down as follows;

Increases:

· Managers demand up by 10.5% 

· Professionals up by 23%

· Associate Professionals up by 9%

· Personal Service Occupations up by 28%

· Sales & Customer service staff up by 19%

Reductions:

· Administration & Secretarial down by 8.5%

· Skilled Trades down by 11%

· Machine and Transport Operatives down by 7%

· Elementary Occupations down by 26%

There will be a slight dip in the over-all numbers employed during the next couple of years, followed by steady increases per year over the next eight years.  The trend will be towards more part-time employment with a consequential reduction in both full-time employment (down 2%) and self-employment (down 8%).  

Females will be more affected by the reductions than males.  The number of females working full-time is expected to drop by 1.5% and those working part-time will fall by 15%; for males, the figures are 3.7% and 5% respectively.  Although the absolute number of females working part-time will still be three times the number of males, the growth rate in the number of males working part-time (19%) will be greater than that of females working part-time (15%).

With the main occupational areas of employment growth likely to be at a senior level it follows that the corresponding requirement for qualifications will be for First Degrees (36,000) and Higher Degrees (30,000).  Fewer people without qualifications will be required, with 12,000 of those retiring without qualifications being replaced by people with qualifications.  The demand for workers with ONC/BTEC (23,000), A-Levels (20,000) and Level 2 (20,000) will also grow significantly, while there will be more modest increases for those with BTEC 1st Diploma and sub-Level 2 (each up by 13,000 and HNC up by 10,000).  

5.2
Headline findings from the National Employer Skills Survey (NESS)
 2005 for 

Derbyshire

Hard to fill vacancies
 - 29% of respondents have at least one vacancy which they consider to be hard to fill.  When asked for the main reason for having a hard to fill vacancy, one-fifth of respondents said it was due to the low number of applicants with the skills required to do the job, closely followed by a lack of interest in doing the type of job on offer (16% of respondents).  Other significant reasons were a lack of relevant  experience among applicants (14%), a low number of applicants with the right motivation or attitude (10%) and a low number of applicants in general.

Having hard to fill vacancies impacts on a company in several ways; the main effect is increased workload for current employees (34% of responses to a multiple response question).  This is regarded as twice as serious as the next impact, a loss of business to competitors (17%).  It also leads to increased operating costs (14%) and delays in developing new products or services (11%).  The main action taken to counteract the effects of having hard to fill vacancies is to increase advertising or recruitment expenditure (31% of responses) to attract the right type of applicant.  One-fifth of employers with hard to fill vacancies respond by trying new or different recruitment methods and one in six tackled the problem by giving extra training to the existing workforce to meet the need.

Interestingly, around 8% of those with a problem do nothing about it.

Skills gaps 
 - 15% of respondents believe there are skills gaps in their company.  Of these 3633 (12%) employers consider all of their staff to be lacking in skills of one type or another necessary to do the job.   73% of employers identified that between 1% and 40% of the workforce were lacking in the required skills.   When asked what they consider to be the main causes of the skills gaps they had identified, 46% of responses cited a lack of experience or the fact the employee may only have been recruited recently.   This was by far the most frequent response, followed by a lack of motivation among staff (12%), the inability of the workforce to keep up with change (10%).   No employers thought that basic skills, age or expense of training were an issue.

Of the skills that need improving for existing staff (13,006 responses, multiple response), employers named 17 different types of skill they believe their workforces lack.  Consequently, not one particular skill stood out as being a major problem.  The main deficiency, technical or job-specific skills, was identified by 12% of respondents.  Customer handling (10%), oral communications (9%) and problem solving (9%) were the next most frequent.  The fact that staff did not have relevant qualifications (0%) appeared not to be a problem for local employers.    

Impact of Skills Gaps
 - Responses were very similar to those given to same question under ‘Hard to Fill Vacancies’.  An increased workload for other staff (31% of responses) is again the main impact, followed by increased operating costs (15%) and delays in developing new goods or services (13%).  
Action taken to overcome skills gaps 
 - Almost half of all respondents (44%) believe the way round skills gaps is to increase the training given to the existing workforce and a further 28% either increase or expand their trainee programmes.  Other positive responses to the problem are mentioned but none in more than 4% of responses.  Interestingly, 10% said they would do nothing to address the situation.  

Skill shortages - Only 5% of employers were able to say whether they had any vacancies as a result of skill shortages.  4% said they hadn’t and 1% said they had.  This section, therefore, is based on the responses of 145 employers.  In response to a multiple response 
question, employers identified General Office/Admin skills (14% of responses), Problem Solving skills (10%) and Team working skills (9%) as the skills they found most difficult to obtain from applicants.

Education and Training
  
Key Points:

· 55% of businesses have a business plan

· 45% of businesses have a training plan

· 31% of businesses have a training budget

· 65% of businesses funded training in the last year

· 53% of businesses trained staff in a nationally recognised qualification in the last year

· The amount most frequently spent per capita on training was between £101 and £200 (17% of businesses) 

· The most frequent number of training days per capita was 5 to 9 (25% of businesses)

· 21% (5064) of businesses had used FE Colleges for training in the last 12 months, 44% (10617) had not used FE colleges, 170 (1%) Didn’t Know and 8439 (35%) did not respond to the question

· Of the 5064 who had used FE colleges, 4260 (84%) were either Very Satisfied or Satisfied and 349 (7%) were either Not Very Satisfied or Not At All Satisfied with the quality of teaching or training received

· Of the 10617 who had not used FE colleges, 40% said the courses provided were not relevant and 34% said they prefer to train in-house.  These were the two most frequent responses

· There were 9678 responses when employers were asked why they did not train.  68% said their staff were all fully proficient and 11% said they preferred employees to learn as they go or by experience.  These were the two most frequent responses.

6. Priority Skills Sectors for the East Midlands
The Skills Strategy published in June 2003 outlined several key issues to be addressed if business was to compete internationally and individuals could access the skills that would help them remain employable and to remain personally fulfilled.  The Skills Strategy identified a key role for the Regional Skills Partnerships (RSP’s) in identifying level 3 qualifications that were of significant importance to the regional economy in addition to priorities at level 2.  

Since the introduction of the Regional Skills Implementation Plan in July 2003, the East Midlands LLSC’s have been working collectively on understanding the skills and competitiveness issues facing priority sectors.  Working Futures data was investigated which gave new projections about future developments in occupational employment 2002 to 2012.  In addition further work was commissioned in to those sectors that showed the potential for employment growth, decline, productivity growth and the volume of employment currently within the sector.  A total 7 priority sectors were identified for the region in addition to 2 cross-cutting themes.  They were: engineering; health & care; construction; manufacture of food & drink; transportation, distribution & logistics; tourism, leisure & hospitality; retail; and the two themes of SME Management & Leadership and Language for Business.  LSC Derbyshire is focusing on four of these sectors which are of particular relevance to the county – engineering/manufacturing, construction, health and social care and tourism, leisure and hospitality.  In addition to the regional priorities, the Public Sector was also identified as important to the economy of Derbyshire.
The following provides a snap shot of the latest information gathered across the sectors:

A full copy of the Level 2/3 Priorities within the East Midlands 2006/07 Planning Year, can be found at www.lsc.gov.uk
6.1
Engineering/Manufacturing
Derbyshire ranks 2nd in England in terms of numbers employed in engineering and manufacturing.  According to ABI this sector employs around 83,797 individuals across 
3,500 employers (inc. manufacture of food & drink).  This is a wide-ranging sector with a diverse footprint particularly in regard to manufacturing.
According to SEMTA, only 11% of the sector’s workforce across the region is 16-24, 49% are 25-44 and 40% are 45+.  74% of companies employ less than 10 staff and a further 18% between 11 and 49.  Key employers in Derbyshire include Roll-Royce, Toyota, Bombardia & Federal Mogul.  Engineering in the city of Derby is dominated by non-automative transport manufacture, mainly attributed to Rolls-Royce Aerospace, Rolls-Royce Marine Power & Bombardier who support a large proportion of employment in this sector.  
Level 2 – Lie within the demand for skilled metal and electrical trades (although there is still a significant need to address the basic skills levels of those employed in low-level occupational areas.

Discussions with SEMTA would broadly support those findings though their discussions with engineering employers both nationally and regionally would indicate that at level 2 there is little enthusiasm for full NVQs – with employer interest at that level being focused on supporting the development of a more flexible workforce using NVQ modules / units to address specific needs particularly in areas such as:

· Welding  (especially advanced welding which is a significant shortage area);

· Hydraulics;

· Pneumatics;

· CNC Operators; and

· Machinists.

However, there is interest in level 2 Technical Certificates, particularly in Electrical, Mechanics and Electrical.

There is clearly significant employer interest in Lean Manufacturing Skills and SEMTA are encouraging the level 2 VRQ / NVQ in Business Improvement Techniques rather than the more traditional PEO / PMO qualifications. However there is currently an under capacity to deliver the BIT NVQs, though this issue should be addressed to some degree through the planned regional engineering ESF project.

Level 3 demand lies almost entirely within replacement demand and the upskilling/multi-skilling of the existing workforce particularly moving skilled operators at level 2 to level 3 technicians.  There is also specific demand for advanced welders, electrical and electronic technicians, maintenance technicians, hydraulics and pneumatics and CNC operators all at level 3.  

However the single biggest level 3 priority is for Business Improvement Techniques (BIT) NVQ. 

6.2
Construction

Nationally the construction industry as a whole is the UK’s largest employment sector with around 2.1 million representing 1 in 14 of the total workforce. The sectors turnover is some £143bn contributing 8% of GDP which is delivered by some 196,000 enterprises.   According 
to the ABI 2003, construction accounts for just over 4% (16,141) of employment in Derbyshire and around 10% (3,141) of the work places although this varies by district with construction accounting for nearly 9% of overall employment in North East Derbyshire.

Traditionally this sector is seen as a barometer for the economy as a whole usually being the first to experience an upturn or down turn according to the economic cycle. This ‘boom and bust’ trend has led to many who are employed in the industry, particularly at craft level, becoming disillusioned and leaving for more stable employment.

The industry aims to have a fully qualified workforce by 2010.  CITB Construction Skills indicate that almost 13,000 people currently employed in construction across the region still need to brush up their skills to match the industry minimum of a relevant vocational qualification at level 2 by 2010 – the LSC has made a commitment to supporting this aim by ensuring regional and local roll-out of OSAT (On site Assessment & Training).  

Along with many other parts of the region Derbyshire will experience some significant construction related developments over the next few years. These include the re development of major parts of the city centre of Derby (Eagle Centre, Cityscape, Quad centre and Riverlights), Markham Vale at MI junction 29a, Derby City Hospital and Brook Park in Shirebrook. These developments have a combined value of some £1 billion and with similar sizes of investments in all five counties of the region totalling approximately £3.1 billion over the next 10–15 years.
The industry has set its own target of a fully qualified workforce, which is predominantly concerned with Level 2 qualifications in all occupational areas.  NVQ level 2 is now recognised as the minimum entry requirement for all craft occupations.  The East Midlands construction sector needs to qualify around 13,000 existing employees by 2010 and recruit around 32,500 new entrants over the same period (6,500 per annum).
Requirements of the sector are based around providers being capable of delivering ‘On Site Assessment and Training’ provision across a wide range and breadth of craft level 2 qualifications.   A coordinated approach through the development of a regional network of FE and private providers will enable employers to have a single point of contact.

The top key skills requirements for the construction sector are for:

· Wood trades – is currently the highest skills shortage in the East Midlands (1,000 average per annum requirement from 2006 to 2010 qualified at NVQ level 2/3)

· Steel erectors/structural (level 2/3 needed but not delivered within the East Midlands)

· Maintenance Occupations: Provision for Maintenance Occupation NVQ level 2 should be developed to meet the requirements of the housing and domestic repair and maintenance sector, to support sustainable housing developments, particularly as this represents just under 50% of the overall output in the sector.  (over 100 maintenance workers required annually 2006-2010).  Only 2 FE providers currently accredited to deliver)
· Plumbers: level 2/3 needed but the industry does NOT want Foundation/Craft level certificates. (annual requirement of 400 from 2006–2010)
· Bricklayers – second highest skills shortage in the East Midlands (needed at level 2/3).  Average 500 annual requirement 2006-2010
· Plasterers – third highest skills shortage (needed at level 2).  Average 200 annual requirement 2006-2010.
· Painters & Decorators needed at level 2. Average 200 annual requirement 2006-2010.

There will be a requirement for some skilled workers to undertake Level 3 in specialist areas and also where supervisory responsibilities are relevant. There is a significant shift towards higher-level occupations particularly Managers, Technical and Professionals all of which require level 3 (cumulative average annual requirement of 1,800 Managers, Technicians and Professional staff 2006-2010).

There are also a number of other level 2/3 needs that are currently not satisfied by regionally delivered provision, including steel erectors/structural, plant operatives at level 2, floorers at level 2/3, glaziers at level 2/3 and other specialist building operatives at level 2, particularly Kitchen Fitting, Roofing and Cladding.

6.3
Health & Social Care

The Health and Social Care Sector covers 3 areas: Health, Social Care, Early Years and Play work.  The sector is largely publicly funded, and for the most part, health care is publicly 
provided, although the independent sector performs a critical and growing role.  The sector contributed £17.7bn to the national economy in 2002, rising to £18.5bn in 2003.

The Health and Social Care Sector is Derbyshire’s third largest employment sector providing 12.5 % of all employment in 2003 – equivalent to 47,585 workers.  This is a 3.6% increase in 
employment on 2002.  The NHS is the largest Health employer in Europe, employing more than 2 million people and spending around £2billion per year on education and training.

Social Care covers a wide range of care and support for people in need, particularly the elderly, people with physical and learning disabilities, mental health problems, and children in the “looked after” care system.  Employing 5% of the labour market nationally, 50% part time – equating to 1.3 million people.  Across the region, 80% of the workforce is female, likely to increase to 95% and 50% of workers are part-time.  The largest sector is 35-49 year olds (40% of the total).  Caring personal service occupations represent an average annual growth rate of 4.4% by 2012.  Within social care settings, there is considerable support and encouragement for unqualified staff to seek a qualification via the NVQ route. The value of a well-trained workforce is recognised by employers and the Government strongly supports these initiatives, providing employers with resources to aid staff to gain qualifications.

In order to drive up care standards, the Government has introduced National Minimum Standards for the social care sector:

· Registered managers of care homes must have two qualifications – one that is relevant to the care they are providing and one in management

 

· Fifty per cent of care staff in care homes for older people and younger adults must hold a level 2 NVQ in care by December 2005

 

· All new and existing staff of homes for younger adults (18–65) must be working towards level 2 or 3 qualifications even when the 50% target is reached unless they can demonstrate that they are qualified by experience.

 

· In domiciliary care 50% of all personal care is to be delivered by workers NVQ qualified or equivalent by 1st April 2008.  New personal care staff and those in post for less than 2 years must register and complete an NVQ even when 50% targets are reached.  Managers are to have a nationally recognised management qualification equivalent to NVQ level 4 within the next five years.

National minimum standards also include requirements in relation to induction training, supervision and assessment of staff and a minimum number of training days per year for employees. 

In recognition of the urgency of the problems facing the care sector, the Government did set a national workforce strategy which included a target of an additional 30,000 people employed within the sector with NVQ 2 or higher by March 2006.
Significant increases in employment in the health and social work sector and in caring personal service occupations are forecast over the next 8 years or so as a result of both structural change and replacement demand in the East Midlands.  It is likely that some of the increased demand in social care will be in the area of domiciliary care services as a result of the government’s drive to increase the number of people being supported in their own homes with intensive care packages.  If increased capacity is to be provided it may be necessary to widen the pool from which the workforce is recruited – at the moment this is overwhelmingly female.  
Compared with health and social work for the UK as a whole its workforce in the East Midlands is significantly less well qualified.  For example, 47% hold qualifications at level 3 or above compared with 58% for the UK.  These findings are consistent with those from other surveys that show that the East Midlands population as whole has slightly higher proportions with poor literacy and numeracy skills and that its labour force is relatively poorly qualified when compared to other regions. 

Key Qualifications for the East Midlands – Social Care
Level 2 

· NVQ 2 Care Award

· Intermediate GNVQ Care 

· New Joint Health and Social Care Awards 
· BTEC National Diploma Social Care
In terms of developing the existing workforce:

· Certificate in Mental Health (RVQ)

· Mentoring and Coaching Diplomas

· C&G Certificate in ‘Personal Development & Learning for unpaid Carers’

· LIM Awards for managers at levels 2-5
Level 3

· NVQ Care Award
· NVQ 4 & Registered Managers’ Award

· A1/V1 NVQ Assessors Award
Key Qualifications for the East Midlands – Health Care

Level 2 

· New Health Awards to meet specific health and clinical care roles and functions e.g. 

Blood donor support 

Clinical Support 

Peri operative care support

· NVQ NHS Support Worker 
· NVQ in Operating Department Support

· NVQ Pharmacy Services

· Level intermediate awards in general theatre conditions
Level 3

· Health awards 

· Other: 

Diploma in Anatomy & Physiology
Access to Nursing and Social Care
National certificate in Health Studies
National Diploma/Award (Dental Technology)
· NVQ 3 in:

Pharmacy services

Oral Health Care: Dental Nursing

Operating Departmental Practice

Diagnostic & Therapeutic Support

Dialysis Support

Custodial Health Care
The childcare workforce is diverse, covering jobs in public, private, voluntary, playgroups, schools, nurseries and in the home (childminders).  98.6% of the workforce is female and 32% aged over 39yrs.  The provision of high quality childcare remains a Government priority driven the Government’s ten year strategy.  
The key drivers for training in the sector relate to the nneed to increase the size of workforce to support expansion, meet Governments expectations (Every Child Matters and Next Steps), meet regulatory standards, enhance quality of provision and ensure children’s safety and welfare. Nationally, the requirements are:

· 180,000 new workers will be required by 2006 to realise the vision of the children’s workforce strategy, following the Children’s Act of 2004. 
· At least 130,000 childcare workers to be trained to levels 2 and 3 by 2006-04-20 Developing leadership & management skills

· Meeting basic skills needs
The Day Care Standards require:
· The person in charge and supervisors in full day care settings to be qualified to at least level 3.

· 50% of all staff to hold a Level 2 qualification.

· Childminders are required to have completed a Local Authority approved pre-registration course within 6 months of commencing childminding.

Key qualifications for support are:

Level 2
· NVQ Early Years Care & Education
· BTEC First Diploma in Early Years 

· Childcare and education Good Practice 

· Pre-School Practice

· Early Years Setting

· Early Years Practice

· Foster Care

· Residential care

Level 3

· NVQ 3/4 Early Years Care & Education

· Diploma in Childcare & Education

· Childminding Practice

· Professional development in work with Children & Young People

· Pre-School Practice Diploma

· National Certificate in Early Years 
· National Diploma in Early Years

· Early Years BTEC Award

· Early Years BTEC National Certificate

· Foster Care

· Residential Care

6.4
Tourism, Leisure & Hospitality

The Tourism, Leisure and Hospitality Sector is a significant industry, contributing £5 Billion annually to the regions economy. This represents around 3.5% of GDP, which is expected to grow to 4.5% by the year 2010.  The Tourism, Hospitality and Leisure sector has important significance to the overall prosperity of Derbyshire; it is a comparatively young sector of the economy and is widely expected to grow further over the next 10 years.  Within Tourism and Leisure, 73% of all employment falls within three sub-sectors, Other Sporting Activities (39%), Operation of Sporting Arenas and Stadiums (20%) and Gambling and Betting Activities (14%).

According to the ABI 2003, there were around 32,745 people employed across the sector accounting for 8.6% of the Derbyshire workforce.  If we break this down, employment in hotels & restaurants accounts for 7.7% of the Derbyshire workforce (or 89.5% of the sector workforce) compared with people employed in ‘activity membership organisations’, ‘recreational, cultural & sporting’, and ‘other service activities’ at 3.6%.

Working in this sector is not perceived as a career of choice, but more a temporary or seasonal activity with 44% of employment being full-time and 56% part-time. 32% of people within the sector are under the age of 25. Staff turnover averages around the 60% mark, but can be recorded at 120% in some occupations over a 12 month period.  This contributes to a fluid short term employment base.  The sector is also subject to outside influence such as the vagaries of the British weather, 9/11 crisis, Terrorist activities, SARs and Foot & Mouth etc, all of which contribute to fluctuating visitor levels.

Whilst the arts and entertainment area have a high proportion of well-educated staff, the tourism and hospitality sector
 in contrast, has a large proportion of its workforce (26%) with qualifications no higher than level 2
. There is a broad spectrum of qualifications across the sector, in some areas around 9% of the staff posses a degree and 26% A levels. At the opposite end over 14% of the staff have no educational qualifications. 

The industry Sector Skills Council (People 1st) identifies a need for level 2 qualifications among Managers and Proprietors.  Their analysis of official statistics identifies that 32% of managers working in the hospitality sector are not qualified to level 2. Within Hotels and Catering, almost two-thirds (62.7%) of all employment falls within two occupational groups. Managers for whom employment is predicted to fall slightly and Elementary Occupations forecast for significant decline.  Level 2 priorities are relevant to managerial, administrative skilled trades, customer service e.g. receptionists; call centre staff, waiting/bar staff and elementary occupations. 

The industry employs people at level 3 order jobs in managerial positions including corporate and owner managers, associate professional and technical as well as other skilled trades. Whilst the research shows a decline on the employment within this sector it masks a major 
skills gap and shortage within the sector. Feedback from the sector indicates that there is a skills shortage for chefs and cooks requiring an increase in training provision despite an overall decline in employment. Level 3 priorities are identified as falling within Managerial, Personal Service Professionals e.g. travel agents and travel tour guides and some skilled trades.  Whilst there is a predicted decline in employment there is currently a skills gap and shortage for managers and supervisors and training should be targeted at this important group.

The key qualifications defined by the sector are:

Customer Service
Level 2/3

· NVQ in Customer Service

Managers

Level 2

· NVQ in Team Leading

· First Diploma in Business

· National Diploma in Business

Level 3

· NVQ in Management

· National Certificate in Business

· National Diploma in Business

Supervisors

Level 3

· NVQ in Restaurant Supervision

· NVQ in Hospitality Supervision

· National Diploma in Hospitality Supervision

· NVQ in On-Licensed Premises Supervision

· NVQ in Accommodation Service

Skilled Trades (Chefs)
Level 2

· NVQ in Food Preparation & Cooking

· NVQ in Food Processing & Cooking

· Food & Drink Service

Level 3

· NVQ in Food Preparation & Cooking (General)

· NVQ in Food Preparation & Cooking (Kitchen & Larder)
· NVQ in Food Preparation & Cooking (Patisserie & Confectionery)

· NVQ in Food Service Advanced Craft

· NVQ in Craft Baking (Technician Operations)

Front of House Occupations

Level 2

· NVQ in Bar Service
Travel Agents/Tour Guides

Level 2

· First Diploma in Travel & Tourism

· NVQ in Travel Services (Leisure Travel, Business Travel, Call Centre Operations)

Level 3

·  Advanced VCE (Double Award) in Travel & Tourism
· National Diploma in Travel & Tourism

Elementary Occupations

Level 2

· NVQ in Housekeeping

· NVQ in Hospitality Quick Service

· NVQ in Hospitality Service
6.5
Transportation, Distribution & Logistics

Skills for logistics is concerned with the movement and handling of freight in the UK by any mode of transport and forms a key function within the retail industry.  Occupations include transport managers, drivers of lift and reach trucks, pickers and packers in warehouses, rail freight staff, motor cycle despatch riders, drivers of vans and large goods vehicles and the many administrative, human resources and financial specialists in the sector.

Most workers in the East Midlands logistics sector are full-time with females under-represented.  Less than 1 in 8 employees are part-time and just over 1 in 5 are female.  This contrasts with the East Midlands economy as a whole, in which nearly a third of workers are employed part-time and females account for nearly half of all employees.

Logistics is the second smallest sector in terms of employment, after energy and water, and is not an area in which Derbyshire is specialised although employment has remained stable over the last five years
.  It is estimated that Derbyshire has 9,300 logistics employees according to the ABI (2002) and 8,900 according to the National Employers’ Skills Survey (2003).  Over two thirds of logistics employers in Derbyshire employ less than 10 employees and account for only 17% of logistics employees.  This is a particular issue related to the problems of releasing staff for training and is reflected in the high proportion (72%) of low skilled employees working in the sector compared to Derbyshire as a whole at 41%.

Based on data from NESS 2003, ABI and the Labour Force Survey, it was suggested that the number of logistics jobs based in the East Midlands will grow strongly over the short-term to 2005.  From 2005 to 2008 the number of logistics employees will continue to rise but growth will be slower.  The total number of transport drivers and operatives will increase by around 1,000 workers between 2003 and 2008.  However, replacement demand suggests an additional 9,000 employees will be needed to replace workers leaving the logistics workforce and employees moving into other jobs.  Replacement demand accounts for just over a third of the number of transport drivers and operatives employed during 2003 in the East Midlands.  Elementary goods storage jobs represent the second highest area of employment.  Employment in this area is projected to expand by 500 jobs to 2008 with replacement 
demand estimated at 3,800 jobs over the same period.  The rate of withdrawal from the labour market amongst this group is low as workers tend to be younger and replacement demand is instead driven by career progression.

For Derbyshire, growth is particularly focussed around the developments of the new MI Motorway junction (29A), expansion of the adjacent Markham Vale Business Park and the relocation of a major sports and clothing equipment retail and distribution employer in Shirebrook.   

In addition, some 6 million people live within one hour of Nottingham, East Midlands Airport which is conveniently located in the centre of the Nottingham, Leicester and Derby triangle.  It is the third largest airport in the UK in terms of the total volume of freight handled.  It is the largest airport in terms of dedicated freighter traffic and the most important express freight hub and is reflected in the businesses that are located in the East Midlands region.  For example a number of major logistics companies have offices located at the airport, including 

· United Parcel Services (UPS);
· DHL International;
· TNT International; and
· British Airways Regional Cargo;
It is also hoped that the expansion of low cost flights from the airport will promote stronger growth in the region.  

The growing impact of technology in the sector has highlighted the relatively low levels of basic and higher level skills in the workforce.  Staff across the industry from warehouse staff to professional logisticians will all require skills at higher levels than are currently the norm.

Skills shortages, notably of LGV drivers and warehouse staff, are not helped by a poor record in employing women and people from minority ethnic communities. The poor image of the sector also exacerbates the recruitment and skills problems.  There is also a major problem with releasing staff for training – the cost to employers is significant.  Small companies in particular, such as those with less than 5 employees, appear to have a greater problem in releasing staff for training.

Skill gaps arising from the increased complexity of logistics and supply chain management and the need for compliance with environmental and safety legislation in a highly priced competitive market will place huge demands on the supervisory and management staff in the sector.  Here employers recognize that skill levels need to rise and career development routes need to be much better developed to attract high calibre recruits.  Research commissioned during 2005 by Skills for Logistics as part of stages 1 and 2 of the sector skills Agreement process has identified some key skills issues:
· The need for a range of management training that is user friendly both in content and mode of delivery to SME’s.  Courses such as CILT Certificate/Diploma and Foundation Degrees in Logistics and Supply Chain Management will respond to this requirement at levels 3 and 4.

· Below management level there is a need for supervisory training for staff that have been promoted due to technical competence but are often lacking in any kind of people management skills.  Even at this level there are disguised issues relating to basic skills.

· At level 2 there are a range of upskilling needs involving drivers of goods vehicles, admin/clerical staff and warehouse personnel.  These skills include both the occupationally specific and the generic such as basic skills (including ESOL), IT and Customer Service.

Level 2

There are three main occupations that require support:

· LGV Drivers

· Warehouse Operatives/Store Men

· Administrative Staff
The key qualifications to support these occupations are identified as:
· Driving Goods Vehicle NVQ

· Warehouse & Distribution NVQ

· Traffic Office NVQ

· ITQ (ITQ is a new employer led and tested qualification that is designed to meet the needs of IT users cross-sector.  It has been tested in Logistics companies including TNT and can be customised to the employers requirements)

· Customer Service NVQ

· Essential Skills Support (incorporating ESOL) and National Test at level 2 is seen as a precursor to involvement of individuals on NVQ programmes

Level 3

The main occupations that require support at this level are:

· Management – strategic awareness, planning, problem solving and team building and communications

· Supervisory/Charge Hands – team working, general IT, literacy & numeracy

· LGV Drivers – a particular emphasis on customer service skills, general IT and in cab technology, installation and testing of goods on site etc, literacy & numeracy

The sector and employers are looking for the following qualifications:

· Chartered Institute of Logistics & Transport Certificate (this is the knowledge and competence based route; a level 3 qualification for managers which depending on the chosen modules, can lead to exemptions from the Certificate of Professional Competence (CPC))

· Certificate of Professional Competence (this level 3 qualification is mandatory in order to obtain a road haulage freight operations transport licence)

· Driving Goods Vehicle NVQ (a newly developed qualifications designed to encourage progression fro LGV drivers to level 3 NVQ from either no NVQ or from the current NVQ 2 which compliments the LGV C & C+E licences)

· Warehouse & Distribution

· ITQ

6.6
Retail
The Retail sector is of major economic importance to the UK economy.  It is thought to currently employ between 2.7 and 2.9 million people.  Employment demand will continue to be strong, particularly replacement demand.  This means that those possessing a broad base of the core retail competencies will continue to find employment within the sector.  

However, it should be noted that the growth in new jobs, although strong in the five years to 2003, is now indicating a decline in overall employment in the sector, although growth is still predicted across some occupational areas i.e. sales occupations.  Consideration to the impact on employment figures need to be tempered in light of new retail developments and the regeneration of the Eagle Centre & Riverlights in Derby City which will increase retail business and attract new investment creating new jobs into the area over the next few years.  There are some 184,000 people employed in the retail sector across the East Midlands of whom around 60% have either basic skills needs or lack qualifications at level 2.

As the nature of retail changes, there are a number of high profile skill areas that will need to be addressed, both in terms of quality of people with the available skills and also the quantity.  These include Management & leadership, Customer Service, Information Technology & Basic Skills.

There are also ranges of core retail competences that will be demanded of employers to be of consistent high standard.  These include sales, property management, money management, dealing with security and health & safety.

Key qualification requirements include:

LEVEL 2 
· Retail Operations NVQ

· Optical Retailing NVQ

· Technical certificate

· BTEC First Diploma – Retail, Business Administration, General Business 

· Certificate in Retail Principles (Nine units at level 2)

Level 3

· Retail Operations NVQ

· Optical Retailing NVQ

· BTEC National Award/Certificate/Diploma

6.7
Manufacture of food and drink

According to the latest ABI figures (2003), the number of workplaces in Derbyshire representing food products and beverage manufacture equate to around 0.5% of the total workplaces.  Nearly two thirds of these are located equally between the Amber Valley ABAG area and the High Peak ABAG areas.  However, when looking at the number of employees in those sectors, food products and beverage manufacture represents 3% of the total Derbyshire workforce, 34% of which is within the Amber Valley ABAG area (probably due to Thorntons based at Alfreton), 26.5% across the Chesterfield ABAG area and 23% across the High Peak ABAG area.  

19% of the people working in the sector across the East Midlands have no qualifications.  A further 32% have qualifications below level 2.  Less than half the workforce therefore, fit the LSC priority client group definition (having no qualification at level 2 or above).  This is worse than the national average or the sector.  There are some sub-sector variances in the distribution of those with less than level 2 qualifications as follows:

· Fruit & Vegetables 78%, dairy 67%, meat 66%, ‘other foods’ 58%, milling & starches 50%, animal feeds 33% and beverages 33%.

Whilst there is provision that caters for the food industry, there is a distinct lack of provision for the manufacture of drinks industry. In part this is due to there being no specific related qualifications. There are elements within the food sector being used at level 2 but this is an area that will need further development by the SSC and the associated Awarding Body. There is some synergy with the engineering sector and many manufacturing industries do tend to use the BIT qualification focussed on lean manufacturing. This could offer a way forward within the East Midlands as an interim measure.

The sector has identified some key occupations as qualifications as follows:

Level 2
· process, plant and machine operatives, other skilled trades requiring key qualifications in:

Food & drink Manufacture
PMO (moving to BIT) Engineering Maintenance

ILM in Team Leading

Meat & Poultry Processing
Level 3
· Science and technical associates, skilled mechanics and electrical trades requiring qualifications for:

Food Science and Technology
Engineering Maintenance 
Food and Drink Manufacturing
ILM in Food Manufacturing
Business Improvement Techniques (BIT)
6.8
Public Sector

The public sector is the major employer in the county providing more that a quarter of all jobs in Derbyshire.  The challenges faced by the sector in training and developing its workforce are wide-ranging, from craft skill shortages to basic skills needs across many areas and functions.  Many parts of the sector are also being affected by difficulties related to an aging workforce, particularly at higher skill levels.  The diverse nature of the work of the public sector creates many challenges for the LSC in terms of understanding and responding to its needs.  During the forthcoming year, we will seek to identify and articulate this demand in more detail.

In summary, the skills deficit in Derbyshire is limiting the employability of individuals and inhibiting the capacity of businesses to capitalize on the opportunities presented by technological developments.  Productivity levels are also adversely affected: Gross Domestic Product (GDP) per head in Derbyshire is £10,900, compared to £11,800 in the East Midlands and £12,500 in the UK.  This is consistent with the low skill / low wage equilibrium that is generally typical of the East Midlands economy.  The imperative need to raise the level of skills in Derbyshire for the benefit of both businesses and individuals is the key driver behind our decision to establish challenging targets for raising the proportion of young people and adults who are qualified to Level 2 and for improving the number of people who achieve Skills for Life (basic skills) qualifications.

7. CHAPTER NOTES
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� Super Output Areas are aggregates of census output areas and contain an average 1,500 people.  Derbyshire has 633 SOA’s contained within 195 wards.





� Derbyshire County Council Monthly Unemployment Bulletin September 2005





� NOMIS, Annual Business Inquiry data, published 2005





� ONS 2003 Sub-national population projections.





� Census 2001





� Working Age – Males 16-64; Females 16-59





� NOMIS Annual Population Survey (Jan 2004-Dec 2004)





� Basic Skills Agency 2001





� English Local Labour Force Survey 2004/05 - Qualifications of the Working Age Population 





� Connexions Progressions Data 2005





� HEFCE ‘Polar’ Data





� NESS - Based on 24,290 employers (weighted) in Derbyshire.  Unless stated questions are single-response.


In all cases, the difference between the number of responses and 24,290 (number of employers) indicates the number of employers who gave no response to the question.





� NESS - Based on 3776 responses, 





� NESS - Based on 24,290 responses’





� NESS - Based on 5,776 responses, multiple response





� NESS -  Based on 4,057 responses, multiple response





� NESS - Based on 24,290 responses





� ‘Tourism, Leisure & Hospitality’ is made up of 14 industries: hotels, restaurants, pubs, bars and nightclubs, contract catering, visitor attractions, travel services, tourist services, membership clubs, events, gambling, hospitality services, youth hostels, holiday parks and self catering accommodation.





� Labour Force Survey 2003; qtr2 to 2004 qtr 1.





� East Midlands Logistics Sector Study, April 04
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