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Executive Summary

The Manufacturing and Process Skills for the Future Group (MPSF) identified the need to
assess the technical labour market across the Fylde Coast. MPSF is a private sector sub
group convened by Blackpool, Fylde and Wyre Economic Development Company Ltd
(EDC).

The aim of the report was to analyse the technical labour market in the Fylde region and
make assessments and recommendations regarding the future.

In the current difficult economic climate it is encouraging to be able to report that
employment in manufacturing is expected to remain robust and that here is growth in
energy. Itis projected that jobs in the sector will increase by between 300 and 500 over the
next 5 to 10 years. This is a conservative estimate based on current employers and the
figure is likely to be higher if there is investment in the supply chain and headquarters and
supply chain activities can be encouraged to the area. In addition it is projected that there
will be a replacement requirement of circa 5,000 technical people per year for the North
West of England in order to replace those leaving in the next few years. However, on a
positive note the number of young people available to join the workforce in the Fylde area is
expected to increase. This bucks the trend for the rest of the North West.

The signs from the education system in the area are very promising. School attainment has
increased over the last years across the area with very strong outcomes in Fylde and Wyre
in particular. Further Education has an established record of collaborating on apprenticeship
and vocational work with local (as well as national) employers. The two Lancashire based
Universities (University of Central Lancashire and Lancaster) have academic expertise in
nuclear, renewable energy and wave technologies combined with course provision at degree
and postgraduate level. In addition there are well established practical programmes for non-
technical professionals and managers. The research involved interviews and questionnaires
with key local employers and desk based research and analysis. It is estimated that the
research covers the employers of around 10,000 manufacturing employees. This equates to
approximately two thirds of the manufacturing employees in the region.

The report highlights a number of key recommendations:-

o Communal apprenticeship schemes (extending to engineers & older skilled workers);

¢ An on-going employers’ skills group forum;

e an HR manager’s forum to share ideas on career planning, mentoring & coaching
and management development;

e Student placements (possibly extending to sponsorships and PhD linkages);

o Closer & early working with local schools — including curriculum and career work;

e Collective responsibility through LEP/ skills sub group for addressing poor school
grades and the issue of NEETS.



o Collaborate to attract funding (e.g. for supply chains, HQ relocations, Higher
Education).
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1.0 Introduction

1.1 Background

This report was commissioned by the Manufacturing and Process Skills for the
Future Group (MPSF) on behalf of the EDC. The MPSF group identified the need to
assess supply and demand within the technical labour market across the Fylde
Coast. This need has arisen because of the expected growth in the Energy sector
combined with the projected difficulties of replacing older workers in some of the
traditional manufacturing and process industries. The MPSF group were keen to

engage local employers and gather data from education providers.

The MPSF group comprises of Addison Engineering, AGCCE, Blackpool Council,
Blackpool & the Fylde College, BFWEDC, BIS, Cuadrilla, Kilgour Aerospace,
Lancashire CC, National apprenticeship service, Springfield fuels ( Toshiba
Westinghouse), Victrex, Vinolitt, UPL (Universal Products) and at the time of this
report BAe Systems. The longer term aim is for more organisations from the

manufacturing and energy sectors to join MPSF.

The organisations surveyed/interviewed included many of the MPSF group and a

number of other organisations from the energy and manufacturing sectors.

The aim of the report is to:

Analyse the technical labour market in the Fylde region and make

assessments and recommendations regarding the future.
Objectives of the report are:
» to assess current numbers employed in roles across sector
» to determine projected numbers to be employed
« conduct an audit to identify current & future technical skills

 identify current and future skills shortages



» assess personal skills/behaviours expected for recruits into various roles

* Analyse implications for education providers and give consideration to the

development of young people in region.

+ Consider possibilities for future funding

1.2 The Region

The Fylde Coast of Lancashire covers three local authority districts — Blackpool,
Fylde and Wyre. The area stretches to the Irish Sea in the west, the Ribble estuary
and Preston to the south, the Bowland Hills and moorland to the east and Pilling and
Morecambe Bay to the north.

The majority of economic activity and population is concentrated in the urbanised
coastal strip running from Fleetwood (Wyre) in the north to Freckleton/Warton
(Fylde) in the south and incorporates the Unitary borough of Blackpool. Around
320,000 people live on the Fylde Coast in 2011 of which 58% were of working age

(53% male and 47% female) employed in approximately 15,000 businesses.

The Fylde Coast economy developed from a largely rural and fishing economy
through railway driven tourism expansion in the Victorian period. Tourism has
remained the mainstay, especially in Blackpool, although this has been subject to
steady decline in recent decades. The area also contains some major manufacturing
industries such as the defence aerospace centre at Warton and nuclear
manufacturing at Springdfield in Fylde. In addition there are Hillhouse Business Park,
Fleetwood Docks and the fish processing industry in Wyre. There are a range of
other services such as finance, IT, and business services in Fylde. Agriculture
continues to be important in most rural areas. Public sector employment as a
proportion of the whole is especially significant in Blackpool and Wyre but is on the

decline given government cutbacks.

! lnvesting in our homes and community — Fylde Coast Investment Plan, 2011



The manufacturing sector accounts for around 15,000 employees which is 11% of

the working population?. These figures have declined from 20,000 (16%) in 2007.

This decline was most marked in Fylde with a drop of approximately 4-5,000 jobs but
Fylde still has 31.6% of its working age population working in manufacturing.
Blackpool and Wyre have seen a relatively stable manufacturing population. In 20113
Manufacturing accounted for 7.4% of the Blackpool working population, 9.9% in
Wyre.. There are three strategic employment sites defined in the Fylde Coast Multi-
Area Agreement* — Warton, Hillhouse and M55 Growth Hub.

Fylde is home to a high proportion (46%) of those engaged in higher-end
occupations and correspondingly a low proportion of those working in lower-end
occupations (22%). Wyre broadly follows this pattern although slightly more of the
local authority’s resident employees were engaged in middle-end occupations. In
contrast, only 30% of those employed in Blackpool were found to be working in
higher-end occupations in 2007 where as almost 34% were engaged in lower-end
occupations pointing to some disparity across the Fylde Coast. There are large
variations between Blackpool, which has the lowest earnings in Lancashire, and
Fylde, with close to the highest. Blackpool’s problems are compounded by a high

level of seasonality in large parts of the job market.

Whilst manufacturing has been in slow decline many of the jobs that remain are at
the higher end of the pay spectrum and a reverse in that decline would undoubtedly

improve the economic outlook of the Fylde coastal region.

With the expected increase in jobs in the energy sector in the next few years this
decline is likely to be reversed in the wider manufacturing segment of the economy.
This will offer a welcome boost to the region during the current recessionary times
but brings with it other potential problems. Local employers may be forced into fierce

competition from a labour market pool that is likely to shrink due to the ageing

2 Lancashire County Council 2011
3 Investing in our homes and community — Fylde Coast Investment Plan, 2011



technical population. 4

1.3 Demographics

As with the UK, the region’s population is ageing with 21% (70,600) of people aged
64 or over compared to 16% across both in England and the North West region. The
proportion of those aged between 15 and 64 i.e. the working age population is 63%

of the total population (206,700 people).

Projections to 2031 suggest that the population of the Fylde Coastal area will expand
by around 56,100 people with the number of those aged 25 to 64 is projected to
expand by 12,000. However, most of the increase in this age band (25-64) is likely to
be seen over the next ten years with an increase of 10,300 people from 2009 to
2019 and just 1,700 from 2019 to 2031.

Whilst there is a sharp drop in the number of people aged 15 to 24 is expected
across the North West there is a much more positive outlook for the Fylde Coast. By
2031 the number of people aged 15 to 24 is projected to have increased by 1.7%
from a 2009 baseline position. This compares to losses of 1.2% in Lancashire and
3.3% across the North West. The population aged 25 to 64 is expected to expand by
7.1% in the Fylde Coast area (2009 to 2031) compared to 5.5% and 3.3% across

Lancashire and the North West respectively.

1.4 Education

There has been a steady increase in school outputs at GCSE and A level across all
3 local authority areas of the Fylde Coast. Whilst Blackpool (76%) is still below the
national average both Fylde (84%) and Wyre (83.3%) are well above the averages
for the North West (77.7%) and England (76.1%) for school leavers with 5 GCSEs at
A*-C.

Across the region there are around 20-30% of the total working population with no
gualifications. Fylde has 21%, Wyre has 26% and Blackpool has 31% with no

4 The Fylde Coast Multi Area Agreement



gualifications.®

Across the general population of the Fylde Borough 29.80% have a degree or
higher, in Wyre this is 23% and in Blackpool 15.5%.

It should also be noted that employers are directly engaged in the education process
through apprenticeships and paying the fees of employees to undertake courses in

Further and Higher Education.

1.5 Social Issues

The Fylde Coast is generally a vibrant area but it also has pockets of the population
affected by social problems (worklessness, NEETS (Not in Employment, Education
&Training) and deprivation). These problems are largely focused in parts of
Blackpool and to a lesser extent in Fleetwood. Benefit claimant figures for these
areas are up® with several areas in Blackpool having more than 8% (some as high
as 15%). The NEETS figure for Blackpool is around 20% 7 which is the 4" highest in
the UK. A recent study® has shown how benefit capping is likely to take around £82M

out of the wider Blackpool economy.

5 Neighbourhood statistics, ONS, 2013.
6 NOMIS, 2012

7 Annual Population Survey, 2012

8 Beatty & Fothergill, 2013.



2.0 Methodology

2.1 Introduction

The research team were asked to approach organisations in the manufacturing,

process and energy sector to determine a number of objectives:-

e Current numbers employed in various roles across the respondents

e Projected numbers to be employed in 1, 5 and 10 years’ time
e conduct an audit to identify current & future technical skills

e identify current and future skills shortages

e An assessment of personal skills and behaviours expected for recruits into
various roles

e An analysis of the implications for education providers and the development of

young people in the region.

A mixed methods approach was preferred by the research team in order to
determine both quantitative and qualitative research data. A range of methods were

employed:-

e Questionnaires
e Interviews
e Documentary analysis

e Case study approach

Employers were asked to complete a questionnaire which included a quantitative
element along with some skills based questions and some qualitative data gathering.
The employers were also interviewed about the results of their questionnaire.
Education providers were interviewed to analyse the current provision on the supply
side. In addition, a desk based documentary analysis was conducted to assess
current research publications, demographic data and other public information. From
this secondary analysis we also identified a case study from the oil and gas sector

which we report upon in our findings.

10



2.2 Questionnaire Design

The questionnaire used generic job roles. The research team determined that it was
better to use generic job roles as job titles vary from organisation to organisation.
Information was analysed from a wide variety of organisations and professions and
drew upon their experiences from the Manufacturing and Process sector to create a
list of generic job roles. These roles were then tested with the Manufacturing and
Process Sector steering group. A final list of job roles was then created, tested and
accepted by the Skills steering group (see Appendix 1).

The questionnaire design drew on the widely accepted principles®. A combination of
open questions and short closed questions were used. The open questions were
designed to allow for freedom and spontaneity as well as probing. The closed
guestions were designed to offer an easy process requiring little time in order to
achieve quick responses and easy comparisons?. Several of these short closed
guestions were based on a massive amount of skills data from a variety of
engineering organisations and studies (see below ‘Technical Skills’). As such the
guestionnaire employed an a priori code book!! or template'?. Here a hypothesis of
technical skills created from previous research in the sector was being tested. A
similar approach was used in relation to personal skills and behaviours. This
approach allowed for large amounts of previously researched data to be tested
quickly and efficiently. In all these cases the questionnaire left space for additional
skills to be added by respondents. This approach was taken because job holders
and their managers are usually unable to list every learning requirement for job roles

when defining a curriculum?3,

2.2.1 The questionnaire (see appendix 2) — focused on:-

a) Numbers of employees now and projected in the future

e Current number employed in generic job roles

10 Oppenheim, 1992

11 Oppenheim, 1992

12 Miles & Huberman, 1994
13 Miller & Crabtree, 1992
13 Gherardi & Nicolini, 2002
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e Current vacancies in each job role

e Numbers expected in job roles in 5 and 10 years’ time

e Reasons for any significant changes

b) Jobs and skills

e Specific jobs that are difficult to recruit for and how this is dealt with now

e Skills that will be needed in the future, but lacking in current workforce

e Extent of personal (softer) skills required in each job role (e.g. communication,
personal development etc.)

c) Behavioural analysis

e Key behaviours required for each generic job role

d) Skills analysis

e Key skills required for each generic job role
Questions about career planning processes

e) Qualification requirements for entry to specific generic roles

2.3 Theoretical Underpinnings of Questionnaire
2.3.1 Personal Skills

Ten key personal skills were taken from an earlier study'4 conducted in the process

industry. These skills were......

Communication — Active listening, reading between the lines, open style with
others, able to express yourself to others so you are clearly understood

Information Processing — Organise and store information so it's easy to find, make
meaning from the information worked with, always in the know with the latest

information needed for work

Working with Others — Able to gain commitment of others, can persuade people
whilst maintaining relationships, get on well with others, able to handle difficult

situations involving differences of opinion

Organisational Skills — Able to prioritise, to anticipate problems before they arise,

organise work timetable effectively.

14 Vickers, 2008
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Completing and Controlling — Identify and use the best ways to get work done,
deliver what is needed to required quality standards, keep their work on track and to

plan

Reviewing and Evaluating — Get feedback from others without being prompted on
how work is going, look for root causes rather than quick fixes, take time out to

reflect on how things have gone

Decision Making — Able to make decisions easily, make decisions based on
information and facts to hand, able to use headroom for decisions to the full.

Personal Development — Know what their learning needs are, can clearly manage
their own learning without waiting for the boss to, find it easy to acquire new skills in

all areas of their work.

Personal Management — Can assert themselves when the situation arises, they
have an objective view of their strengths and weaknesses, they personally feel they

can control their work.

Ideas for Improvement — Able to take initiative in suggesting ideas, positive in the
face of change and ambiguity, can easily turn ideas into action.

2.3.2 Technical Skills

The research team developed a list of technical skills from a variety of UK151617181920
and American studies?*??and from professional bodies?3242526, The original list of
skills was then reduced down to a more manageable size for the purposes of the
guestionnaire. The list was tested with engineers, then tested with and accepted by

the Skills steering group. The technical skills are shown in Appendix 4

15 Cogent, 2012a

16 Cogent 2012b

17 Edxcel, 2013

18 Stier, 2006

19 Prospects, 2012

20 AstraZeneca, 2012

21 Boeing, 2006

22 Employment & Training Administration, 2010
23 Engineering Council, 2011

24 1ChemeE, 2013

% [MechE, 2013

26 Royal Society of Chemistry, 2013
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2.3.3 Key Behaviours

Key behaviours or competencies were taken from a wide-ranging behavioural event
‘research based’?’ interview study conducted in the Process Industry?®. The original
study was conducted by consultants using first generation competency

experience?®393, |n particular the Research Team have drawn on the distinguishing
behaviours for Manufacturing, Engineering Technical and Scientific job roles. These

behaviours include:-
Thoroughness — seeking completeness and accuracy

Strategic Influencing — being aware of different forms and sources of influencing in

choosing between different influencing strategies

Concern for Impact — actively anticipating and responding to the feelings, needs

and concerns of others

J

Interpersonal Awareness — drawing inferences about and maintaining of others

interests, moods and concerns

Analytical Thinking — logically breaking problems down into their essential

elements; carrying out diagnosis and developing solutions

Conceptual Thinking — identifying key issues, seeing relationships and drawing

elements together into broad coherent frameworks

Results Orientation — focusing attention on key objectives; wanting effective

outcomes

Initiative — engaging in proactive behaviour; seizing opportunities

2.4 Administration of Questionnaire

2.4.1 Piloting

27 Briscoe & Hall, 1999

28 Chemicals & Polymers, 1989
29 Boyatzis, 1982

30 Klemp, 1982

31 McClelland, 1998
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The questionnaire was piloted. Firstly they were tested for clarity of instructions and
response processes by two independent people. The questionnaires were then
tested for their technical content on some professional engineers. Finally the
guestionnaires were tested with and accepted by the Skills Steering group.

2.4.2 Sample

The original sample was 15 organisations in the Manufacturing and Energy sector.
Most of these organisations were part of the MPSF. Four organisations immediately
declined to take part when contacted but three of these subsequently provided some

information when asked again.

2.4.3 Response Rate

Eleven organisations agreed to be interviewed and to complete a questionnaire.
Ultimately, once the organisations had been approached only 9 organisations
actually agreed to the interview requests and 7 completed the questionnaire. In the
case of some organisations 4 or 5 attempts were made to get them to respond to the
guestionnaire unfortunately, none of the organisations completed the questionnaire.
In addition to the organisations that agreed to be interviewed and completed
guestionnaires 3 other organisations provided some information to the research
team even though they decline to take part formerly. As such the survey covers a
workforce population of circa 4000 employees with additional information covering a
total of circa 6000 employees. So the research we report here refers to around
10,000 employees which equates to two thirds of the manufacturing population on
the area.

Due to the response rate from some of the energy organisations and the need for
confidentiality and anonymity agreed at the outset some of our data is based on

economic projections. We have outlined the basis for these projections below.
Projections

a) At the time of writing Westinghouse are awaiting the outcome of current reviews

within the nuclear sector and we have agreed to adopt a steady state projection for

15



the next 10 years. This can obviously change depending upon the outcome of the

reviews.

b) The day after the interim report was produced the planning application for Halite
was rejected by the secretary of State and the figures assume that Halite will not
know be progressing with operations in the area. At the time of this research the
Secretary of State has just announced that there will be no underground gas storage
in the area. Halite, who had made the proposal, has indicated that they would
consider the ruling and decide whether to appeal. We have assumed that the

present outcome will be upheld.

c) We have assumed that Cuadrilla will continue to operate and expand in the

region.

d) Attempts were made to gather data directly from a number of offshore energy
companies but we were unable to gain the information from them directly and as

such we have had to make projections based on a number of sources.

Currently there are plans for 6770 megawatts (MW) of energy generation in the
offshore area in the Irish Sea north of Liverpool/North Wales to Barrow. It is
suggested that 0.11 to 0.54 direct jobs are created per MW over a 20 to 30 year
timescale®?. For example, BVG?? suggest a figure of 0.4 long term direct jobs per
MW in a report for the UK government. Using more conservative Scottish
Government3* projections on immediate construction and longer term
maintenance/engineering jobs we have identified that 1 construction job is created
for every 1.5 and 3 MW and 1 on-going maintenance/engineering job created for
every 20-30 MW.

2.5 Interviews

There were 9 interviews conducted with local organisations and 3 more provided
specific information requested of them even though they declined to take part in the
process. Two of the major education providers were interviewed and an analysis of

course details was conducted of local FE and HE organisations.

32 Navigant, 2013
33 BVG, 2009
34 Scottish Government 2011
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2.6 Documentary Analysis

A wide range of research has already been conducted on the Fylde area and this
along with other publicly available data was used in the research. Documentary
analysis involves the analysis of documentation that contains information about the
topic or phenomenon being studied®® . Documentary analysis enables the
interpretation of some of the other data gathered in a wider context 3. The reports
and public information are interwoven into our report but all sources are clearly
referenced as they are used and again in the references section at the end of the

report.

2.7 Case Study Approach

As part of our documentary analysis and assessment of public information we
uncovered an example of skills studies with similar issues in the oil and gas sector in
Aberdeen. We have taken some of these findings and presented them in the
Findings section as a case study. It is suggested that the case study method allows
for the triangulation and testing of results3738. In addition case study analysis can be
used to test the generalizability (or transferability) of results and proposed real-life
interventions®® and that is how we have employed it here. We have particularly used

this case to inform our recommendations.

2.8 Ethical Considerations

All data provided by respondent organisations is either presented anonymously or
grouped into overall scores. If an organisation could be identified from the data we
have either not included that data or we have gained permission to use it as an

example. Where the data is taken from publically available sources this is included

as it is not regarded as private information.

35 Bailey, 1994

36 payne & Payne, 2004
37Yin, 1984

38 Stake, 1995

39Yijn, 1995
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3. Findings
3.1 Labour Market Demand

3.1.1 Business Outlook

Our report focuses on the manufacturing, process and energy sector of the
economy. In recent reports it has been suggested that manufacturing is in decline
and accounts for around 11% of employment. However, these jobs have traditionally
been at the higher end of the pay scale — especially in engineering and large
manufacturing organisations. As such these roles have a greater multiplier effect and

thus help the economy in a positively disproportionate way.

Some of the large manufacturing organisations are projecting that they will remain at
present levels of employment for the next 5 to 10 years (e.g. BAe, Lofthouse, and
Westinghouse). In advanced materials Victrex are likely to increase staff numbers by
10% with their new production facility at Hillhouse. The research found no evidence
to suggest a further decline in the traditional manufacturing sector across the region
(e.g. Aircraft, Nuclear, Chemicals). However, there is rapid expansion expected in
the Energy sector (e.g. Cuadrilla, DONG, and others) over the coming years. The
current employment levels in the sector are around 15,000 people. The research
indicates an increase by between 300 and 500 employees with peaks much higher
than that during various start-up/construction phases.

As outlined above in section 2.4.3 some of our data is based on economic and/or
respondent projections. In offshore wind we believe that 200-300 on-going jobs will
be created and around 1000-2000 construction roles over a 5 year period. Not all
these jobs will be in the Fylde Coastal Area as some wind farms are resourced off
Barrow. It also needs to be borne in mind that there is a level of scepticism over such
industry and government projections. At best job creation (rather than displacement
from the sector) if it happens at all may be confined to the local or regional area.*°
SQW*! and Bain“*? project a base case figure of around 32,000 full time employees

40 Hughes, 2011
41sQw, 2008
42 Bain, 2008.
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working in wind power by 2020 with approximately 25% of that number being in

mechanical, electrical and fabrication trades and engineering.

In the next 5 years we expect overall increases in a number of areas (the full

breakdown of our research is shown in Appendix 7):-

Job role Increase over next 5 years | Additional Energy jobs

Unskilled/ Semi Skilled in | 200 700 (although likely to be a

Construction smaller number of transient
employees/contractors)

Engineering/Maintenance | 10-15 0

Apprentices

Process/Manufacturing 5 0

Apprentices

Electrical & Mechanical 23 20-30

Engineers/Technicians

Fabrication Technicians 0 20-25

(e.g. welding)

Safety roles 15 2-3

Materials Scientists 3 0

3.1.2. Business Requirements

During the interviews a number of businesses raised issues about the quality of their

younger recruits from the education system. Whilst employers were generally happy

with the technical/academic knowledge of their new recruits they were unhappy with

their work skills and attitudes. This tended to be more targeted at Further Education

and School leaver recruits.

“The attitude of young folk is difficult they mess about on web sites and mobile

phones and need a readiness to actually do their work”.

19




“Recruits have good GCSEs but they need to learn more about how to utilise

the theoretical in a practical and functional way”.

“The education systems is seen to be focus on passing examinations. For us,

knowledge apart, the key areas are work attitude and working in a team”.

“They have computer skills, can read and write but we also look to recruit folk
with problem solving skills as few seem to have it — so applicants who have
done part time jobs or Duke of Edinburgh seem to be more rounded and

employable”.

The view of University recruits was different generally due to the nature of

engineering qualifications

“Most university recruits have the required functional skills in engineering

framework so they tend to be ok”

The availability of higher quality candidates caused by the recession was also

mentioned.

“We have some very good applicants who might otherwise have been at [top

ranked international organisations] but for the recession.”

However, organisations are still coming across graduates who have no vocational

experience on their CV.

“We need people with vocational skills and experience. To be honest we

would probably not recruit people without vocational experience”.

20



Jobs at the lower end of the skills spectrum are covered in one organisation by a 13
weeks probationary period which allows the company to review behaviours/desired

skills
3.1.3 Skills
a) Technical Skills

The study asked organisations to identify skills that were desirable and essential for
a variety of job roles. The list of skills was generated from a range of industry bodies,
professional bodies and studies (see page 13). There were clear patterns within the
results that demonstrated a strong consensus for specific skills. All the data is shown
in Appendix 4 here we report on the key skills required by employers from education

providers and in their recruits.

Key Technical Skills Required in Most Job Roles

There was a high degree of consistency amongst respondents on a number of key
skills that were required in the large majority of technical job roles. All of which make
good common sense in high hazard manufacturing environments. These key skills

were: - safety; quality control; manufacturing standards; and dealing with hazards.

In addition to these generic key skills there were a set of additional key skills that
were consistently identified by respondents in relation to more senior technical roles
i.e. Chartered Engineers of all disciplines and Scientists/Chemists. These skills
were:- assess workflow/work progress monitoring; managing inventory/stock control;
understanding production materials; process assessment; trouble shooting process;
measurements/estimations; preparing equipment; testing performance of equipment;
manufacturing planning; investigating/solving production problems; ordering
materials; work sequencing; receive and check incoming materials; supervising

work.

As well as the key generic skills listed above and those for more senior technical
roles there were some specific job role technical skills that were rated as key on a

consistent basis by respondents.

Apprentices

21



As well as the key generic skills the other skill consistently identified by respondents

for apprentices was interpreting engineering data and documentation.
Electrical Engineers

For electrical engineers as well as the key generic skills and those for senior
technical roles a number of other key skills were consistently identified by
respondents. These include: - fault location in systems/equipment; maintenance of
systems/equipment; determine feasibility of repair; ordering tools and line trails of
development products.

Chemical/Process Engineers

For chemical and process engineers as well as the key generic skills and those for
senior technical roles a number of other key skills were consistently identified by
respondents. These include:- monitor and control manufacturing processes;
precision measurement; use of hand tools; analysing and conducting research to
develop theories, techniques and testing the reliability of outcomes under different
conditions; developing practical applications of experimental and research findings;
redeveloping the industrial process to improve yield, or plant/production efficiency;
laboratory and pilot scale analysis/operations; fault location in systems/equipment;
maintenance of systems/equipment; determine feasibility of repair; ordering tools
and line trails of development products; and product development/transfer to full-

scale production.

Materials Scientists

There a number of key development requirements for Materials Scientists over and
above the generic ones listed above. These include: - transferring materials;
analysing results of inspection; precision measurement; using and communicating
technical information; ability to read and interpret manufacturing documentation;
calibrate instruments; analyse drawings (CAD); ordering tools; robotics; precision
measurement; use of hand tools; exploit new/advanced technology & development;
conducting experiments and tests to identify the chemical composition and reactive

properties of substances and processed materials; analysing and conducting

22



research to develop theories, techniques and processes, and testing the reliability of
outcomes under different conditions; developing practical applications of
experimental and research findings; assessing formulations and alternative raw
materials; redeveloping the industrial process to improve yield, or plant/production
efficiency; analysing reactions, synthetic sequences and purification techniques;
laboratory and pilot scale analysis/operations; product development/transfer to full-

scale production; and line trials of developmental products.

Senior Chemists and Researchers

Along with the generic key skills listed above for all jobs Senior Chemists and
Researchers were reported to require a number of other key skills. These were: -
receive and check incoming materials, analysing reactions, synthetic sequences and

purification techniques; and laboratory and pilot scale analysis/operations.

Managers

Managers of technical staff are also seen by respondents to need a range of key
skills including:- preparation for and/or conclusion of manufacturing operations;
controlling manufacturing operations; handover of manufacturing operations; receive
and check incoming materials; transferring materials; analysing results of inspection;
assess workflow/work progress monitoring; managing inventory /stock control;
trouble shooting processes; manufacturing planning; monitor & control
manufacturing processes; ability to read & interpret manufacturing documentation;
analysing reactions, synthetic sequences and purification techniques; laboratory and

pilot scale analysis/operations.

The list of skills used in this study was based on a number of industry/profession
wide skills standards. It is outside of the remit of this report to redefine those
standards and this is a small sample size. However, this information is useful in
terms of discussions between employers and education providers in developing

courses and apprenticeship schemes.
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b) Personal Skills

Respondents were asked to rate 10 personal skills against specific job categories
and the overall results identified a broadly generic pattern (see appendix 5). The
results show that technical staff who are above the apprentice level are expected to
have a relatively generic set of personal skills. Completing and controlling work and
processing information about that work are seen to be the key personal skills
requirements for technical job roles. The focus is on practicality and getting the job
done. This is then achieved by the next two key personal skills of communication
and working through others to achieve those results. In competency terms this
means the focus is on results orientation (i.e. driven to deliver) combined with
influencing skills. Apprentices have a similar set of personal skills requirements but it
is probably to be expected that employers did not expect them to have developed
decision making or personal managing skills at that stage of their careers. This data

may be of some use in discussions between educators and employers.
c) Behavioural Requirements

Respondents were asked to rate a series of desirable/essential behavioural
statements against key job roles. There was strong consistency of results across
organisations with a strong split between more senior technical staff/ managers and

lower level roles/apprentices. Full results are shown in Appendix 6.

Senior Technical Roles/Managers
Chartered Engineers, Scientists/Chemists appear to require 6 key competencies: -

Concern for Impact; Analytical thinking; Thoroughness; Results Orientation; Initiative;
and Strategic Influencing. This fits the pattern of previous studies*. This suggests
task focused technical staff who are driven by the need to achieve, influence people
in order to achieve, pay attention to detail and take key action before events

overtake a situation and thinking is based on the analysis of systems and processes.

For Managers we also see a higher score for Interpersonal Awareness which again

we would expect to see as this behaviour is about understanding others and drawing

43 Chemicals & Polymers 1989.
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inferences from interpersonal contact. This combined with Concern for Impact is key

in managing people effectively.

Junior Technical Roles/ Apprentices

At lower levels there is a broad consistency on specific competencies. These
competencies are still critical to the lower job roles but they are rated lower than

higher level job roles.

The key competencies here are: - Concern for Impact; Thoroughness; Results
Orientation; and Initiative. Within these competencies there are a number of key

behaviours that appear to be more important than others.

Concern for Impact — the focus here is on maintaining the individuals’ professional

reputation and credibility.
Thoroughness — the focus is on careful preparation and checking accuracy.

Results Orientation — here the focus is on communicating results and tasks to be

done
Initiative — Is about taking actions before being forced to by events.

This shows, not surprisingly, that lower level roles are focused on individual actions

and behaviours aimed at doing a good job to the right standard.

3.1.4. Labour Turnover

In most organisations there is low labour turnover. Responses included:-
“Only 1 leaver in 5 years”;

“Not a major issue’;

“Low turnover — 3% company proud of this”;

“People tend to stay’;

“Very low turnover”.
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When employees do leave there is evidence of poaching from other employers (also

in the research sample)
For example:-
“We lose [employees] through direct competition from our neighbours”;

“We lost [a number of] operators... partly due to the uncertainty about our [future].”

This pinch and pay kind of approach to human resource planning is likely to get
worse with the increase demand for labour from the energy sector unless the sector

manages the situation more proactively.

Whilst leavers are not a major problem a worrying trend reported by some
organisations is that leavers tend to be younger where there is no jobs for life
mentality. At this stage low labour turnover is a relatively good position but the
increase in opportunities in secure roles in the Energy sector may well cause some
churn and create replacement issues. There is also a slowly ticking demographic
time bomb in the ageing workforces of the businesses at Hillhouse. The legacy of a
strong ICI pension scheme and change sin legislation mean that staff at Hillhouse
can choose when to retire. Good pensions in the past increased retention and
modern day pensions for most organisations are not as generous and usually more

portable.

Retention strategies could be discussed across the sector as a whole. The two key

issues are:-

e losing employees to each other in a pinch and pay situation

e losing current or future engineering/science staff to other regions.

In the latter scenario some young people will leave for universities elsewhere in the
UK and not return, young engineers may leave the region for other opportunities and
staff who reside outside the area with long work commutes may get better offers

closer to their home base.
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3.1.5 Recruitment Issues

Certain positions are particularly difficult to fill these include: senior managers,

development chemists and instrument technicians (electrical control).

Senior managers have been recruited and are travelling to work from as far afield as
Leeds and development chemists from Manchester. The issue of electrical control
staff is however, much more serious. One organisation likened them to pilots “what
are they for and why do we pay them so much then we have take offs/landings/
emergencies”. One respondent said that this appears to be a problem nationally
“Difficult to get Electrical Control and Instrument Engineers across the sector e.g.

Rolls Royce & EDF saying the same.”

In one case an organisation had failed to get Process Plant apprentices and felt it

was due to a “lack of local training provision” so had resorted to in house training.

Another organisation said that whilst it was not currently a recruitment issue it was
an essential “requirement to have 6 process operators per shift — the business
cannot run without these shifts being fully complemented.” As such this business had
looked at ways of training people in house to take the roles on a temporary basis

with the aim of a permanent move.

In addition there are a range of specialist roles that are difficult to fill and are specific
to particular businesses. These include such roles as Safety Case Preparation staff
in the Nuclear industry; cosmetic formulation chemists, Energy traders/analysts; and

Waste auditors.

There are currently vacancies for Process/Manufacturing Apprentices;
Engineering/Maintenance Apprentices; Process Manufacturing Operators; Electrical
and instrument Technicians; Electrical Engineers and Senior Chemists (see

Appendix 7 for more details).

3.2 Labour Market Supply

3.2.1 Education Outputs and Provision

There has been a steady increase in school outputs at GCSE and A level across all

3 local authority areas of the Fylde Coast. Whilst Blackpool (76%) is still below the
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national average both Fylde (84%) and Wyre (83.3%) are well above the averages
for the North West (77.7%) and England (76.1%) for school leavers with 5 GCSEs at
A*-C.

Percentage of school leavers with 5 GCSEs at A*-C.

2002 2003 2004 2005 2006 2007 2008 2009 2010

Blackpool | 38.0 40.1 37.3 41.8 49.9 52.2 55.2 66.3 76.0

Fylde 58.9 62.5 56.2 62.8 64.8 71.7 68.5 86.6 84.0

Wyre 49.1 56.2 55.2 56.3 62.2 63.3 70.3 77.1 83.3

At Advanced A-level in 2012 the results across the area are encouraging with over
90% of those submitted for examination achieving 2 or more A level passes

Table 2 A Level Data

A levels 2 or more A*-E | Number of

2010 those
submitted

Blackpool 98.2 % 1358

Fylde 95.9% 172

Wyre 91.6% 532

North West 95.2% -

England 94.4% -

At the Higher and Further education level nationally there are only 76,200 students
studying the physical sciences and a further 127,300 studying engineering and
technical subjects. We are therefore dealing with a finite pool and not all these
students will opt for a career in the manufacturing, process and energy sector#4,

Skills level data for 2010 for Fylde, Wyre and Blackpool*® shows that Fylde had a

4 Department of Education 2011
4 Annual Population Survey ONS 2010
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much higher concentration of Level 4 qualified people — skewed by the presence of

BAe and Westinghouse/Springfields (see Table 3)

Table 3 — Skill Levels in the Population

Level 2 Level 3 Level 4
Fylde 78.8 60.2 42.5
Wyre 65.9 45.6 27.9
Blackpool 62.6 40.0 19.4

Level 2 =5 GCSEs/ 2 A/S; Level 3 = 2 A levels; Level 4 = HNC/HND/Higher degree/ PhD.

Further Education is the predominant training and learning destination for young
people in Blackpool — over 70% in FE, compared with 63% in Fylde and Wyre, and
58% regionally (2007) — this partly reflects the limited number of school sixth form

places in Blackpool.#®

The travel to learn figures show that the majority of learners engaged in FE in
Blackpool live and learn in the area, compared with a third of Fylde learners and
20% of Wyre learners who learn in the area where they live — this largely reflects the
location of training provision. For those learning outside the Fylde Coast, most travel
to Preston. 4’ For the North West as a whole of those domiciled here 73.3% tend to
study in North West higher education establishments. Of North West residents there
are 9.1% who go to study in Yorkshire and the Humber region and 3.4% in the West
Midlands. This suggests that the vast majority prefer to study relatively close to their
home town. In contrast the North West tends to import more than it exports in terms
of students from elsewhere in the UK. This suggests that local employers need to
target school students locally and focus on universities in the North West, Yorkshire
and Humber and West Midlands to target locals to say or return to the North West
region®®. These figures are form 2009 and changes to student finances will mean

that more students stay closer to home.

46 Annual Population Survey ONS 2010

47 Fylde Coast Employment & Skills Strategy Annex to Strategic Framework.
48 ONS, 2009 HE Numbers.
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Employer Contribution to Development and Future Supply of Skilled Labour

The contribution employers make to developing their staff and therefore through that
development upskilling the wider labour market. The research identified several
examples of employers who pay for and/or give time off for employees to undertake
further technical, professional and personal development. In a few cases employees
then left their employer (in most they did not). This development provides a positive
benefit for the wider local labour market. The role of employers must be recognised
in this area and with the help of other stakeholders can act as an important catalyst
in regional skills development. We would suggest that more needs to be done in this
area to stimulate more workforce development at all levels, including technical,
professional and management skills. Some employers in the UK adopt a “golden
handcuffs” approach to development where employees have to pay back a
proportion of the cost of external training if they leave within a certain timescale.
Whilst these clauses can improve retention figures they are difficult and expensive to
enforce in practice and employees who are really keen to leave may stay and
become disaffected. As such there are pros and cons to such an approach.

Most education bodies involved in supporting the employment and skills agenda
have one-to-one (rather than shared) contacts with employers in the area*®. There is
little evidence of co-ordinated working. Rare exceptions include an apprenticeship
training scheme where one organisation trains apprentices on behalf of another.

There is a collective responsibility upon the education system and the private sector
to increase the skills profile of the region. It is essential that there is more upskilling
from NVQ levels 1 and 2 to NVQ level 3 along with an increase in level 4
qualifications. There are also significant economic gains to be had from increasing

the leadership and management skills of the region’s workforce.

As part of the employer’s development of the wider workforce through their own
internal processes we identified 3 areas for consideration from our interview process:
- internal career/succession processes; management & professional development;

student opportunities.

49 Fylde Coast Employment & Skills Strategy 2009
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3.2.2 Career/Succession Processes

A small minority of organisations had full career and succession planning processes.
However, most organisations said that they were considering developing their career
processes. In some organisations “usually staff fall into roles” or careers planning is

reactive based on employee demands e.g. ‘personal development”, “reactive with in-

house training and when indicated as a requirement’.

3.2.3 Management and Professional Development

Management development and the development of non-technical professionals (e.g.
Finance, HR) tends to be “piecemeal”, “hotch potch”, with little formality in place.
Some organisations had made attempts to develop managers through local
education providers but these initiatives had stalled. As such in most organisations
management and professional development is “Employee driven — if training is
requested then it is considered”. At best some employers have chosen to “grow their
own” professionals and senior managers and others recruit from much further afield

and employ staff, who then commute long distances.

3.2.4 Student Opportunities

Many of the organisations interviewed did not currently take sandwich placement
students or interns but many expressed a willingness to consider it in future. E.g. “No
[sandwich students but] would consider requests”; “Will probably consider in the

future”

One organisation had taken placement students and it had turned out to be a
success. “Had ... 2 industrial placements to cover the maternity leave of a PhD and it

led to one person being a permanent recruit.”

In relation to higher level students, sponsorships and PhD linkages there was less of
a demand. However, the idea of collaboration on research projects was given a

favourable response by a minority of organisations.

32



3.2.5 Provision of Further and Higher Education Courses

Engineering courses are widely available locally at all levels ranging from
Apprenticeship and Level 2 through to degrees and higher level qualifications.
Further Education Colleges at Blackpool & Fylde, Morecambe & Lancaster and
Preston provide a variety of apprenticeships through to pre-university courses with

some university courses operated under licence.

Of the organisations interviewed there are already good connections between
employers and FE on apprenticeships at both Blackpool & Fylde and Preston.
Blackpool & Fylde are also in discussions with a number of organisations in the
energy sector on future course and needs. Blackpool & Fylde College has developed
a strong reputation in the UK in engineering apprenticeships through work with the

private sector e.g. Ford and Bentley.

The Universities at Preston (UCLAN) and Lancaster offer a variety of undergraduate
degrees and higher level qualifications in engineering. UCLAN also specialises in
Renewable and Wind energy and has made a strategic commitment to energy as
one of its core areas for teaching and research now and the future. Lancaster’s focus

on renewables is related to water — particular wave, tidal and hydro power.

There is already significant interaction between some employers and local colleges
and universities about future learning provision — especially in relation to a number of
the Energy organisations. Confidentiality prevents us from disclosing full details but
there are several one to one collaborations under consideration for training future

employees.

In the current economic climate with low interest rates and return on investment
(ROI) is often poor it is refreshing to note ROI in education is high. Higher
Apprenticeships are valued at circa £17%°, £18°! return per £1 spent and a return of
between 27% and 33%.%2 There is a small positive contribution at NVQ 1 and 2 and
a 20-29% return on NVQ 3 qualifications. There is a return of 10.8% for degrees,
around 26% for Masters and 9.5% for Doctorates.>3Investment in education of

current a future employees therefore makes sound economic sense for businesses.

50 Mclntosh, 2007

51 National Audit Office, 2012

52 BIS Returns to Intermediate & Low Level Vocational Qualifications, 2011
53 BIS Return on Higher Education Qualifications, 2011.
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3, 2.6 Demographics
a) Age/ replacement

Earlier reports have suggested that young people will find employment by replacing
older workers who retire. However, the concept of retirement is now somewhat
blurred with there being no compulsory retirement age. Two distinct issues have
been identified with replacement. First, it may not be a straight forward new for old
process in the future. Employers may source their manufacturing in other ways (e.g.
offshoring/relocating, multi-skilling/upskilling or even closure). Second, if the skill sets
are not available older workers will be encouraged and even incentivised to stay on.
This would mean younger people will find it harder to get employment. This problem
is acute at the Hillhouse Business Park where several organisations report a move
towards a potential replacement crisis. The replacement-retirement issue is also
likely to affect larger employers such as BAe. The issue cannot be resolved quickly
as there are not likely to be enough engineers and scientists in the mid-career age
ranges of 30-45. Across the North West it is estimated that the manufacturing and
technical population will need to find circa 5,400 employees to replace those

leaving.>*

Most organisations did not have a particular problem with replacement of older
workers but there is a very notable exception to this for companies at the Hillhouse

complex where the aging workforce inherited from ICI was a critical issue

“Ageing workforce is a big issue for us. The majority fall within late 40s-mid

50s age rang”

“It (replacement) is likely to be an issue. 80% of current workforce is over 50.”

In the short term this problem is being offset by keeping in touch with older workers
who have “retired” — so there is an option to bring them back in if the company
requires extra to be carried out or to provide cove