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FACULTY OF TECHNOLOGY
EMPLOYER RESPONSIVENESS STRATEGY

FOR ENGINEERING 2009 – 2012

BACKGROUND

The region has one of the lowest ratios of engineering companies to population in Europe, with very limited production and manufacturing activity, and the Bournemouth and Poole area is the largest non-industrial conurbation in the country.  In a list of the 100 largest companies in the region by employees, only one engineering company is included.  Local engineering and motor vehicle employers are therefore predominantly SMEs whose activity is related to the supply chain, maintenance and repair, design and niched hi-tech activity, such as aerospace.  Such employers want us to teach the fundamentals of engineering, whilst they do their own in-house specialist training.  This situation places much greater emphasis on the need to develop good relationships with those employers who do exist (for example, by the use of dedicated assessors) and provide a flexible provision tailored to their individual needs (for example, customised frameworks to include additional skills).  
Information regarding employer and sector needs and priorities is gathered via:

· Sector Skills Council’s Market Analysis (SEMTA)

· The SW Regional Development Agency’s (SWRDA) Supporting Businesses Strategy (November 2008) and Regional Priorities Statement 2010/11

· J2Profit survey commissioned by The College to gather information on sector-specific and generic skills gaps (July 2008, updated by the Business Enterprise Unit in 2009)

· College Market Needs Analysis (June 2009)

· UKCES National Employer Skills Survey for England 2009 (Evidence Report 13, March 2010)

· SSC Alliance/LLUK Sector Skills Assessment for England (January 2010)

· LSC Annual Statement of Priorities
· HM Government’s Skills Strategy: Building Britain’s Future – Jobs of the Future (September 2009)

· Government announcements regarding employer responsive funding opportunities for training (eg Train to Gain flexibilities)

· Employer surveys

· Direct feedback from sector employers

The UKCES National Employer Skills Survey for England 2009 (Evidence Report 13, March 2010) states that, nationally, skills gaps are more common in ‘lower level’ occupations, but skills shortage vacancies have declined since previous surveys and there is reduced recruitment and expenditure on training activity.  A minority of employers had recruited 16 year olds directly from completion of compulsory education, and only two thirds of those employers had found these young people to be work-ready (eg attitude to and understanding of the world of work).  The report shows the following national data for the sector (annotated by SSC): 

Share of establishments = 9%

Share of employment = 3%

Hard to fill vacancies = 5%

Skill shortage vacancies = 3%

Employers with vacancies = 2%

% of staff with skills gaps = 9%

The SSC Alliance / LLUK Sector Skills Assessment for England (January 2010) suggests that actions to be taken by employers to overcome skills shortages should include: working more closely with training providers to ensure that courses provide staff with the right skills, and upskilling existing staff.  Two thirds of employers surveyed identified a lack of financial resources as the main barrier to providing training.  Possible solutions could be more e-learning and smaller parcels of learning.  Timing of courses can also be restrictive.

In 2008 The College commissioned J2Profit to carry out an extensive survey of local employers in order to gain an understanding of their current and future training needs.  The J2Profit report (July 2008, and updated by BEU in 2009) indicated that the biggest problem faced by the engineering sector is difficulty in recruiting and retaining experienced, qualified and/or trained staff. The report also indicated that employers want high levels of communication skills in their workforce and that Advanced Apprenticeships were a high priority in terms of new provision that they would like to access.
SEMTA’s overview of the Engineering Apprenticeship Framework (Framework Code 106) advises that the National Employers Skills Survey (NESS) 2005 identified that the engineering and construction sectors are suffering the greatest skill challenges in recruitment, having a high number of hard to fill vacancies and skills shortages.  The main skills required by those with difficulty recruiting skilled or qualified people were welding skills, CAD, CNC and mechanical engineering skills.  Apprenticeships are seen as a key initiative within the Sector Skills Agreement for Addressing skills shortages in these areas.
The RDA (SWRDA: Supporting Business Strategy – November 2008) has identified advanced engineering, particularly aerospace and defence related, as critical in maintaining competitive advantage through the application of new technologies, supported by highly advanced engineering throughout the supply chain.  More recently, the SWRDA Regional Priorities Statement 2010/11 identifies Engineering as a high employment sector.  Current skills needs include:
· Significant replacement demand

· Support to ensure Level 3 progression

· Additional skills support required for Manufacturing which has been particularly affected by the recession

· Micro businesses and SMEs need to be supported by bite-sized provision accessible via the Qualification and Curriculum Framework (QCF)

· Employability skills needed across all sectors and employers

The College Market Needs Analysis (June 2009) indicated that, nationally, 17% of employers in the SEMTA sector have skills gaps, relating to 75,000 employees who are not fully proficient, ie 6% of staff.

The following sector priorities are identified by SEMTA in their SSA (October 2005) and are reflected in our strategic aims for the Engineering sector:

· Management and leadership

· Productivity and competitiveness

· Technical workforce development

· Manpower planning and recruitment

To improve our service and responsiveness to the sector, The College is this year introducing a new employer feedback and satisfaction survey - replacing the old College EPOC (employer perception of college) survey.  QDP Services have been commissioned to conduct this new-style survey which will give more sector-specific feedback on employer’s perceptions of how we understand and respond to their needs, the quality and range of provision, and how it has impacted on their business.
These sources give us the national and regional picture.  Specific localised sector needs are identified through direct networking with sector employers (via teaching teams, work-based assessors, employer forums and BEU).  All LMI is recorded in the Employer Responsive section of Document Manager on the College intranet (mybpc) and analysed by the Faculty Management Team in order to inform strategy and business planning.

Through the T2G initiative, we are looking to penetrate the small business market to ensure that small employers are able to access training – initially via BIT training to improve productivity and competitiveness. 
DEFINING OUR STRATEGIC AIMS

The College’s provision for the Engineering sector (primarily in Dorset) sits in the Faculty of Technology.  Our Sector Lead is Richard Warburton, Faculty Manager, who runs our Engineering operation with a team of 12 (Faculty, College Apprenticeship Training and Business Enterprise Unit) staff.  The Faculty Director has overall strategic responsibility for the faculty. (See Organisational Chart, App.2.)  We currently work with around 70 employers, providing training for in excess of 500 work-based learners from the Engineering sector, via a wide range of Apprenticeship, Train to Gain (T2G) and full-cost provision.

Our Employer Responsiveness Strategy for the Engineering Sector 2009-12 aims to achieve quality, sustainable and demand-led training in response to the following sector priorities, as set out in the SEMTA Sector Skills Agreement (October 2005):

· Management and Leadership
· Development of frontline managers

· Productivity and Competitiveness
· Supply chain development

· Continuous process improvement

· Reduction in new product and process implementation (NPPDI) time

· Technical Workforce Development
· Upskilling from Level 2 to Level 3

· Improve craft supply at Level 3 through recruitment and upskilling of current workforce

· Improve supply of technicians at L4 (Technical Engineers)

· Tackling graduate skills deficits and increasing the graduate population within the workforce to meet high value added requirements

· Manpower Planning and Recruitment
· Lack of adequate supply to meet industry requirements due to demography and attractiveness of the sector

Our Sector Strategy also reflects The College’s strategic objectives for employer responsiveness (College Employer Responsiveness Strategy 2009-12):

1. To be a key strategic player in workforce development across Bournemouth, Dorset and Poole in priority areas

2. To achieve a college-wide culture of improving employer responsiveness, making employer engagement part of College core business

3. To maximise funding opportunities based on employer demand in the following areas: Apprenticeships, full cost provision; to improve our efficiency and/or value for money; to annually refresh our range of provision offered, according to employer demand.

We also aim to deliver approved SQS qualifications (for example, apprenticeship frameworks, incorporating National Occupational Standards), the New Diploma in Engineerng for 14-19 year olds, Train to Gain and other LSC initiatives.

DEVELOPING OUR SECTOR STRATEGY

The following approaches enable involvement of stakeholders and the sector in formulation of the strategy:-

Engage with employers via: 

· Work based assessors, both faculty based and those from The College’s work based learning (WBL) unit, who have front-line face-to-face contact with employers.  The faculty has a Service Level Agreement (SLA) with WBL, agreed annually, and specific WBL staff are aligned to the Engineering area (see Organisation Chart – App.1).

· The College’s Business Enterprise Unit (BEU) which has the brief to assess employers’ business needs, in response to direct contact from the company or via referrals (from eg BusinessLink), and to act as one point of contact for The College.  The faculty also has a SLA with BEU, agreed annually, which spells out areas of responsibility.  A member of BEU staff aligns their activities with the faculty (see Organisation Chart – App.1).  We engage with the most appropriate person in each organisation.
Use direct, niched marketing by specifically designed marketing materials eg Business-Improvement Techniques (B-IT).

Analyse market research (eg from SWRDA, SEMTA) and published SSA priorities and policies to identify sector training needs, eg SEMTA SSA (October 2005) policy issues and themes for action include:-
· Companies sharing and contributing resources
· Providers meeting a demand-led requirement.
· The right person receiving the right training at the right time.
· Bite-size delivery within a framework of progression and transferability
· Providing appropriate information, advice and guidance for business needs.
· Developing an effective delivery of tailored products
Use employer surveys to improve our service and responsiveness to the sector – replacing the old College EPOC (employer perception of college) survey, this year The College has commissioned QDP Services to conduct employer feedback and satisfaction data collection, reporting during May 2010.  This will give more-sector specific feedback on employers’ perceptions of how we understand and respond to their needs, the quality and range of provision, and how it has impacted on their business.
Involve employers in course design and delivery so that content meets sector needs, by:-
· researching higher apprenticeships through consultation with major employers in other parts of the country (Airbus UK in Broughton, North Wales).
· aligning new HE and 14-19 Diploma provision with business needs and inviting employers to participate in development of course content.
Forge effective partnerships with key stakeholders (B.1.2) to ensure the delivery of fit for purpose qualifications at all levels.
Using the above information, the Sector Lead, in consultation with the Faculty Director, has identified which sector priorities the relatively small team of 12 can realistically address within the confines of funding and available resources, and has developed the following strategic aims in response to sector needs:

	SEMTA sector priorities
	Our Strategic Aims for the Engineering sector 2009-10
	Alignment to College ERS 2009-12

	1. Management and Leadership
	1.1 Development of frontline managers
	Strategic objectives 1, 2 and 3

	2. Productivity and Competitiveness
	2.1  Continuous process improvement

2.2  Reduction in new product and process implementation (NPPDI) time
	Strategic objectives 2 and 3

	3.  Technical workforce development
	3.1  Upskilling from L2 to L3

3.2  Improve craft supply at L3 through recruitment and upskilling of current workforce

3.3  Improve supply of technicians at L4 (Technician Engineers)

3.4  Tackling graduate skills deficits and increasing the graduate population within the workforce to meet high value-added requirements
	Strategic objectives 1, 2 and 3

	4. Manpower Planning and Recruitment
	4.1  Lack of adequate supply to meet industry requirements due to demography and attractiveness of the sector
	Strategic objectives 1, 2 and 3


COMMUNICATION WITH THE SECTOR
We use the following conduits to communicate and receive feedback on our strategic aims for the sector.  This approach is embedded in our business planning, strategic review and monitoring process illustrated in Fig. 1 below.

· Two-way communication via WBL College Apprenticeship Training (CAT) and faculty-based assessors through which up to date intelligence on sector needs can be fed back and information on new course developments/services can be communicated to employers.
· BEU – calls made on employers as a result of direct enquiries or referrals from other agencies (eg BusinessLink, Dorset Business) lead to communication with the sector to determine business needs and training solutions to address these needs.  An example of this is the development of B-IT.

· Employer forums, advisory groups and networking events – putting the sector at the heart of strategic planning which allows course development and delivery to meet the needs of the industry.  All programmes conform to the frameworks set up by SEMTA.
· In order to create the workforce of the future needed by the sector – involvement in the Gateway process for the development of the new 14-19 Diplomas, forming collaborative partnerships and working closely with local schools, private training providers, Connexions and sector employers. 

· Development of HE courses – working closely with HEIs and sector employers to develop provision in line with RDA and SSC priorities.
· ‘Technology Times’ – regular newsletter produced by the faculty and sent to all employers.
· College website, Business and Employer pages contain information on courses plus a link to the Engineering ERS.  An analysis of enquiries received via the website over the year feeds market intelligence from the sector into the planning process.
· LSC Employers’ Guide to Training Providers (EGTP) website – whereby employers can post evaluations and comments about any training which they undertake, providing feedback to the sector.

· College News – (distributed to businesses, public facilities eg libraries and targeted postcode areas) provides general college information including items of interest for the Engineering sector, eg celebration of individual student successes; information on bespoke training; information on new provision or changes to existing qualifications; items publicising the positive impact that training solutions provided by the faculty have had on individual businesses.
STRATEGIC REVIEW

Formative evaluation of the sector strategy is undertaken as part of the cyclical business planning, strategic review and monitoring process illustrated below (Fig.1).

The College’s Strategic Plan 2008-11 was produced through a series of management planning days involving members of the Board of the Corporation and the Senior Leadership Team (SLT).  The plan has 6 strategic aims with objectives, aspirations and targets which have rolled forward to 2009-12.  The College’s Employer Responsiveness Strategy (ERS) 2009-12 is directly informed by the aims, objectives and aspirations contained within the College Strategic Plan 2008-11, but with new targets and measures for employer responsiveness.

The College’s Employer Responsiveness Labour Market Intelligence (LMI) Process gives a broad outline of the generic methods of gathering and analysing LMI throughout the year.  Different areas of The College will have additional avenues of liaising with, and gaining market intelligence for, their specific sectors (examples for the Engineering sector are given earlier in this section).

The College has recently reviewed its quality and data monitoring and evaluation processes, and has introduced a new quarterly Performance Review process – a joined-up approach to the scrutiny of quality, financial performance and resource issues.  The College Executive and other relevant senior managers have individual meetings with Faculty Managers (sector leads) four times per year (September, November, March and May) to ensure that targets are being met, resources re-allocated as appropriate and any actions agreed.

This information is analysed globally by the SLT (at termly planning events) and specifically by the Faculty management team and course delivery teams.  It is used in the annual Business Planning cycle to plan the development and delivery of products and services, and produce an annual Operational/Sector Plan for Engineering.  This is an internal business planning document covering all aspects of the curriculum area, and must reflect College strategic aims and funding parameters, whilst also achieving our strategic aims for the sector contained within the faculty’s Employer Responsiveness Strategy for Engineering 2009-12.  These strategic aims must therefore be set and reviewed annually to reflect the constant changes to funding and government priorities which the FE sector is subjected to.  Modifications may also be made in-year in response to sector needs (identified via the routes outlined earlier).  Our targets and measures of success, set annually, can be seen at App.2.
Fig.1: Business Planning, Strategic Review and Monitoring Process
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MONITORING PERFORMANCE AND QUALITY
Progress against targets
Progress against targets is a standing agenda item for Faculty meetings, and is monitored at course team meetings and management team meetings.  Progress against RARA targets is also scrutinised by the College Executive at the quarterly Performance Review meetings with Faculty Managers.  In addition, the Principal gives termly staff briefings to all staff, by Faculty / Department, which includes an update on progress against targets for their area.

Electronic Internal Verification (IV) System

IV decisions are recorded electronically so that standardisation can be achieved and student progress tracked and viewed more easily by all parties involved in the process.  EV feedback is added to the system.  Close consultation with Evs enables courses of an appropriate standard to be selected, frameworks to be added and quality maintained.  EV reports on our provision are invariably positive.

Performance Review

Performance Review and the Course Review process will bring to light any quality issues or areas needing improvement.  Any underperforming courses are subject to a ‘special measures’ process for support and improvement, but will be withdrawn if they are not meeting targets or are no longer matching sector needs.

Our Engineering provision achieves success rates significantly ahead of national performance averages, a position it has maintained consistently over the last 3 years.
Sector feedback on the quality of provision

Employer feedback on the quality and effectiveness of the training that their employees receive is an important aspect of our quality assurance, and will influence any changes to existing provision or development of new courses to meet the sector’s business needs.  Employer feedback is gather in various ways, including via the 12-weekly reviews carried out with employers by our work-based assessors, employer surveys and ad hoc feedback from employers.

Feedback to stakeholders

Strategic performance information is communicated to appropriate stakeholders via the Self Evaluation process, college performance data, articles in ‘College News’ and ‘Technology Times’, and direct feedback to the sector via work-based assessors, networking, Employer Forums and promotional events. 

Appendix 1.1

Strategic Aims, Targets and Measures of Success 2009-10

	SEMTA sector priorities
	Our strategic aims for the Engineering sector 2009-10
	Targets
	Measure of success

	1. Management and leadership
	1.1 Development of frontline managers
	Increase L3 (supervisory level) provision

Develop Higher Apprenticeship
	Increase student numbers achieving L3 by 40%

Run from Sept 2010

	2. Productivity and competitiveness
	2.1 Continuous process improvement
	Increase BIT provision
	Increase number of employers involved by 100%

	
	2.2 Reduction in new product and process implementation (NPPDI) time
	
	

	3. Technical workforce development
	3.1 Upskilling from L2 to L3
	Increase progression from L2 to L3
	Increase student numbers progressing from L2 to L3 by 50%

	
	3.2 Improve craft supply at L3 through recruitment and upskilling of current workforce
	Increase numbers of learners doing L3 (as 1.1)
	As 1.1

	
	3.3 Improve supply of technicians at L4 (Technician Engineers)
	Increase numbers doing PT Engineering HNC / Fd
	Increase student  numbers by 50%

	
	3.4 Tackling graduate skills deficits and increasing the graduate population within the workforce to meet high value added requirements
	As 3.3

Develop Higher Apprenticeship (as 1.1) (Technical Cert = HNC / Fd)
	As 3.3

Run from Sept 2010 



	4. Manpower planning and recruitment
	4.1 Lack of adequate supply to meet industry requirements due to demography and attractiveness of the sector
	Increase promotional events and recruitment work with employers

Engineering 14-19 Dip
	Increase number of promotional events by 25%

Launch Sept 2010


Appendix 1.2
Strategic Aims, Targets and Measures of Success 2010-11

Appendix 1.3

Strategic Aims, Targets and Measures of Success 2011-12
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Organisation Chart
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