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 This is the fourth survey in this

Northern biennial series.
Ireland:
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employees
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Achieved interviews

: Number of : Number of
AeRUIEHIEN interviews Population interviews
Northern Ireland 56.000 3973 Primary Sector & Utilities 8,000 188
Manufacturing 3,000 252
By region*
Belfast 10,000 824 Wholesale & Retail 12,000 782
North 8,000 1,023 Hotels & restaurants 4,000 384
South 12,000 814 Transport & Storage 2,000 155
Information & Communications 1,000 117
East 15,000 640
Financial Services 1,000 122
West 10,000 672 Business Services 7,000 499
*Note that these regional breakdowns were introduced for ESS 2017 (grouping the 11 Public Administration 1,000 54
District Councils of Northern Ireland into the five groupings shown above). These Education 3.000 255
regions are comprised of the 11 District Council geographies of Northern Ireland, as !
detailed below: Health & social work 4,000 461
« Belfast - comprised of the Belfast district council
» East - comprised of the Ards and North Down, Mid and East Antrim, Antrim and Arts & Other Services 5,000 385

Newtownabbey, and Lisburn and Castlereagh district councils
» South - comprised of the Armagh City Banbridge and Craigavon, and Newry Mourne
and Down district councils

" north - comprised of the Causeway Coast and Glens, and Derry City and Strabane— a| the figures presented in this slide pack are subject to a margin of error. At a 95%

» West - comprised of the Mid Ulster, and Fermanagh and Omagh district councils confidence level, the maximum margin of error is less than one percentage point at
the overall level and typically between one and three percentage points across the
region and sector sub-groups.

Population counts taken from the ONS Inter-Departmental Business Register (IDBR), March 2016, and have been rounded to the nearest thousand



Survey population: size of establishment

% of all establishments % of all employment

54%

2to 4 5t024 W25t049 WM50to 99 M 100+

employees

Source: ONS Inter-Departmental Business Register (IDBR), March 2016



Survey population: sector
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Key definitions

Incidence

Establishment base

Employment base

Vacancies

Proportion of establishments
reporting at least one vacancy

Vacancies as a proportion
of all employment

Proportions are based on the number of establishments, defined here as a single location of an
organisation, where at least two people work.

Proportions are based on the total number of employees and working proprietors across

Skill-shortage vacancies

Proportion of establishments
reporting at least one skill-
shortage vacancy

(i.e. vacancies which are reported to be hard-
to-fill because applicants lack relevant skills,
qualifications or experience)

Skill-shortage vacancies as a
proportion of all vacancies

establishments.

Skills gaps

Proportion of establishments
with at least one employee
deemed by their employer to
be not fully proficient in their
role

The number of staff reported
as not fully proficient as a
proportion of all employment

Under-utilisation

Proportion of establishments
with at least one employee
with skills and qualifications
more advanced than required
for their current job role

The proportion of all staff with
skills and qualifications more
advanced than required for
their current job role



Recruitment and skill-shortage vacancies
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Incidence and density of vacancies by region

B Incidence of vacancies -- Density (vacancies as % of employment)

21%
20%

16%

16% 16%

14%
13%

(0]

Northern Ireland Belfast East South North West

1,007,000 23,000 7,000 6,000 4,000 4,000 3,000

Number of reported vacancies (2017) _
Base: All establishments; UK: 87,430; Northern Ireland: 3,973 Belfast: 824; East: 1,023; South: 814; North: 640; West: 672)



Density of vacancies by sector

Number of reported vacancies (2017)
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Primary Sector & Utilities
Manufacturing
Construction

Wholesale & Retall
Hotels & Restaurants
Transport & Storage
Information & Communications
Financial Services
Business Services
Public Admin

Education

Health & Social Work

m2017
2015
5.9%
N 3.6%
1.9%
* 3.3%
4%

) 3.4%
Arts & Other Services —3_ 1%

Base: All establishments (2017 base sizes range from 54 in Public Admin. to 782 in Wholesale and Retail)



Incidence and density of skill-shortage vacancies by region

B Incidence of vacancies [] Density (SSVs as % of vacancies)
22% 21% 16% 27% 26% 14% 28%
6%
5% 5% 5%

UK Northern Ireland Belfast East South North West
226,000 4,900 1,100 1,500 1,000 500 800
Number of skill-shortage vacancies (2017) Base: All establishments with vacancies (UK: 25,114; Northern Ireland: 855; Belfast: 199; East: 216;

South: 183; North: 116; West: 141)



Density of skill-shortage vacancies by occupation

m Density of skill-shortage vacancies (SSVS)

44%

39%
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2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017
Managers Professionals Associate Admin. and Skilled Trades Caring, Leisure, Sales and Machine Elementary
Professionals Clerical Other Services Customer Service Operatives
200 800 600 300 1,200 700 300 500 500

Number of skill-shortage vacancies (2017)

Base: All establishments with vacancies in the given occupations (2017 base sizes range from 44 for Managers

to 162 for Professionals)



Technical and practical skills lacking among applicants

. . 0,
Specialist skills needed for the role 280t 69%
H 0,
Solving complex problems 40%
. . . 0,
Knowledge of the organisation's products and services 38%
Complex numerical skills 36%
Knowledge of how the organisation works 34%
. . . . . . 0,
Reading and understanding instructions, guidelines etc 2% 32%
i 30%
Manual dexterity 50
Basic numerical skills 30%
1%
Writing instructions, guidelines etc. E&0¢ 30%
m Skill lacking among any applicants
: 24%
Advanced IT skills 4%
Adapting to new equipment o3 23%
= Main skill lacking
20%

Basic IT skills 1%

T _ 0
Communicating in a foreign language 2% 18%
Base: All with skill-shortage vacancies — up to two occupations followed up (251)

Figures are shown as a percentage of all skill-shortage vacancies followed up (not a percentage of all establishments)



People and personal skills lacking among applicants

Ability to manage and prioritise own tasks

Team working

Customer handling skills

Managing or motivating other staff

Managing their own feelings, or those of others

Setting objectives for others and planning resources

Persuading or influencing others

Instructing, teaching or training people

Sales skills

Making speeches or presentations

1%

1%

1%

1%

1%

0%

46%
40%
38%
13%
33%
28%
25%
24%
22%
m Skill lacking among any applicants
22%
16% = Main skill lacking

Base: All with skill-shortage vacancies — up to two occupations followed up (251)

Figures are shown as a percentage of all skill-shortage vacancies followed up (not a percentage of all establishments)



Impact of skill-shortage vacancies

Increase workload for other staff 89%
Have difficulties meeting customer services objectives 54%
Delay developing new products or services 51%
Experience increased operating costs 47%
Have difficulties introducing new working practices 47%
Lose business or orders to competitors 44%
Have difficulties meeting quality standards 40%
Outsource work 32%
Have difficulties introducing technological change 30%
Withdraw from offering certain products or services altogether 26%

None 5%

Base: All establishments with hard-to-fill vacancies that are all as a result of skill shortages (234)



Action taken to overcome skill-shortage vacancies

Increasing advertising/ recruitment spend

Using new recruitment methods

Redefining existing jobs

Increasing/ expanding trainee programmes

Preparing to offer training to those less well qualified

Increasing training to existing workforce

Increasing salaries

Using contractors/ contracting out

Making the job more attractive

. EX

Base: All establishments with hard-to-fill vacancies that are all as a result of skill shortages (2015: 162; 2017: 234)

50%

W 2017

2015

Any action taken

86% (87% in 2015)



Recruitment of EU nationals to fill hard-to-fill vacancies

58%

Have not recruited

or tried to recruit
non-UK nationals to
overcome hard-to-
fill vacancies

95%

of those who
tried to recruit
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Tried to recruit: non-UK
nationals to

" =0 nationals only fill hard-to-fil
vacancies

m Both looked to
recruit EU

® Non-EU nationals only nationals

m Don't Know
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Base for pie: All establishments with hard-to-fill vacancies (336)
Base for column: All that had recruited or tried to recruit non-UK nationals in response to having hard-to-fill vacancies (142)



Skills gaps in the existing workforce
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Incidence and density of skills gaps by region

@ Incidence of skills gaps -3 Density (% of all staff with skills gaps)

14%

UK Northern Ireland Belfast East South North West

1,267,000 28,000 9,000 6,000 6,000 3,000 4,000

Number of skills gaps (2017) _
Base: All establishments; UK: 87,430; Northern Ireland: 3,973 Belfast: 824; East: 1,023; South: 814; North: 640; West: 672)



Density of skills gaps by sector

Number of skills gaps (2017)

1,000

4,000

1,600

6,900

4,100
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4,000
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2,600

1,400

600

Primary Sector & Utilities
Manufacturing
Construction

Wholesale & Retail
Hotels & Restaurants
Transport & Storage
Information & Communications
Financial Services
Business Services
Public Admin

Education

Health & Social Work

Arts & Other Services

T 3.0%
2%

I 1%
4.2%

I 5%
2.8%

I 5.4
5.7%

I 537
6.1%

3.3%

3.1%

'080— 1.8%
.8%

I 3.2%
1.9% m 2017

I 1%
2.2%

I 0.6% 2015
0.2%

P 3.5%
1.3%

. 1.1%
| 3.3%

2.1%
2.9%

Base: All establishments (2017 base sizes range from 54 in Public Admin. to 782 in Wholesale and Retail)



Density of skills gaps by occupation

m Density of skills gaps

7.5%
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2015 2017 2015 2017 2015 2017 2015 2017 2015 2017 2015 2017 2015 2017 2015 2017 2015 2017
Managers Professionals Associate Admin. and Skilled Trades Caring, Leisure, Sales and Machine Elementary
Professionals Clerical Other Services Customer Service Operatives
2,000 2,000 2,000 3,000 4,000 1,000 6,000 3,000 5,000

Number of skills gaps (2017)

Base: All establishments with staff in the given occupations (2017 base sizes range from 647 for Machine Operatives to 3,693 for Managers)



Main causes of skills gaps

New to the role/ training not complete (transient)
Staff are new to the role

Their training is currently only partially completed
They have had training but their performance has not improved sufficiently
Unable to recruit staff with the required skills
Staff lack motivation

Staff have not received the appropriate training
Problems retaining staff

The introduction of new working practices

The introduction of new technology

The development of new products and services

Transient skill gaps only

23%

m 2017

2015

I 23

19%

I 21%

12%
19%

Base: All establishments with skills gaps - up to 2 occupations followed up (2015: 2,668; 2017:2,318)

Figures are shown as a percentage of all skills gaps (not a percentage of all establishments)



Impact of skills gaps

Increased workload for other staff _ 55%
Have higher operating costs I 319
Have difficulties introducing new working practices I 2%
Have difficulties meeting quality standards I 27
Lose business or order to competitors I, 249

Delay developing new products or services 19%

0
Outsource work _13% 12%

- I 38%
No Impact 37%

Base: All establishments with skills gaps (657)



Technical and practical skills that need improving among staff

with skills gaps

Specialist skills needed for the role

Knowledge of the organisation's products and services
Knowledge of how the organisation works

Solving complex problems

Adapting to new equipment

Basic IT skills

Writing instructions, guideline etc.

Reading and understanding instructions, guidelines etc
Basic numerical skills

Advanced IT skills

Complex numerical skills

Manual dexterity

Communicating in a foreign language

. 1%
| 16%
6%_ A7%
_4%_ 37%
30/0_ 34%
2%_ 30%
2%_ 27%
1%_ 26%
1<y_ 21%
10/:_ 21%
2%_ 20%
10/— 18%
10/0_ 17%
0

F 13%
2% Base: All establishments with skills gaps (657)

Figures are shown as a percentage of all skills gaps followed up (not a percentage of all establishments)

m Skill lacking among
existing staff

Main skill lacking




People and personal skills that need improving among staff

with skills gaps

Ability to manage and prioritise own tasks

Team working

Customer handling skills

Managing their own feelings, or those of others
Managing or motivating other staff

Persuading or influencing others

Sales skills

Instructing, teaching or training people

Setting objectives for others and planning resources

Making speeches or presentations

I 16%

A, 28%6

3%

__ 2504 m Skill lacking among existing staff

1%
Main skill lacking
1%

Base: All establishments with skills gaps (657)
Figures are shown as a percentage of all skills gaps followed up (not a percentage of all establishments)



Action taken to overcome skills gaps

Increase training activity / spend or increase / | EEG—S 506

expand trainee programmes

More supervision of staff

More staff appraisals / performance reviews
Implementation of mentoring / buddying scheme
Reallocating work

Changing work practices

Increase recruitment activity / spend

Recruiting workers who are non-UK nationals

Nothing

67%
A — 5890
49%
I — 489
41%
I — 43%
35%
I 419%
30%
I 29%
27% W 2017
I 21% 2015
16%
I 9%
12%
I 18%
19%

Base (2015 / 2017): All establishments with skills gaps (657 / 520)



Recruitment of EU nationals to overcome skills gaps

- 97%
~
- of those who
- tried to recruit
Tried to recruit; non-UK
nationals in
m EU nationals only
850/ response fo
0 skills gaps
Have not recruited m Both looked to
or tried to recruit it EU
non-UK nationals to _ reCFUI
overcome skills ®m Non-EU nationals only natlonals

gaps

m Don't Know

Base for pie: All establishments with skills gaps (657)
Base for column: All that had recruited or tried to recruit non-UK nationals in response to skills gaps (108)



Skills under-utilisation
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Incidence and density of skills under-utilisation by region

mm Incidence of under-utilisation =m=-Skills under-utilisation density

Northern Belfast East South North West
Ireland

Base: All establishments: UK: 87,430; Northern Ireland: 3,973; Belfast: 824; East: 1,023; South: 814; North: 640; West: 672)



Density of skills under-utilisation by sector

Primary Sector & Utilities
Manufacturing
Construction

Wholesale & Retall
Hotels & Restaurants
Transport & Storage
Information & Communications
Financial Services
Business Services
Public admin

Education

Health & Social work

Arts & Other Services

— 17.7%
13.2%

Base: All establishments (2017 base sizes range from 54 in Public Admin. to 782 in Wholesale and Retail)



Upskilling
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Reasons for staff requiring upskilling

New legislative or regulatory requirements

The introduction of new technologies or equipment

The introduction of new working practices

The development of new products and services

Increased competitive pressure

The UK's decision to leave the EU

47%
47%
36%
43%
y m 2017
32%
2013
40%
25%
3204 Anticipate a need
- for upskilling
I 629 (729 n 2013

Base: All establishments in Module 2 (2013: 1,945 ; 2017: 2,015)
* Code not asked in 2013



Prevalence of a need for upskilling by sector

Primary Sector & Utilities
Manufacturing
Construction

Wholesale & Retail
Hotels & Restaurants
Transport & Storage
Information & Communications
Financial Services
Business Services
Public Admin

Education

Health & Social Work

Arts & Other Services

49%

m 2017

m 2013

75%

60%

Base: All establishments in Module 2 (2017 base sizes range from 27 in Public Admin. to 395 in Wholesale and Retail)



Occupations affected by a need for upskilling

m Incidence of need for upskilling

47% 47%
X
™
<
S
®© o 26%
(9]
X
(92
—
2013 2017 2013 2017 2013 2017 2013
Managers Professionals Associate

Professionals

15%

2017

Administrative

43%
S
&3 31%
o\o 0
& 28%
~
~ 22%
N X
<
N
15%
o\°
Lo
—

2013 2017 2013 2017 2013 2017 2013 2017 2013 2017
Skilled Caring, Leisure, Sales and Machine Elementary
Trades Other Services Customer Operatives

Services

Base: All establishments in Module 2 with staff in the given occupations (2017 base sizes range from 603 for Associate Professionals to 3,693 for Managers)



Technical and practical skills that need improving in the next

12 months

Knowledge of products and services offered

Specialist skills or knowledge needed to perform the role
Adapting to new equipment or materials

Computer literacy / basic IT skills

Solving complex problems

Knowledge of how your organisation works

Advanced or specialist IT skills

Reading and understanding instructions guidelines manuals..

Writing instructions guidelines manuals or reports

More complex numerical or statistical skills and understanding
Basic numerical skills and understanding

Manual dexterity

Communicating in a foreign language

21%
21%
18%
16%
12%

49%
46%
45%
42%
37%
33%
31%
29%

Base: All establishments who anticipate a need for new skills in next 12 months (1,190)

Data cannot be compared to 2013 (the last time upskilling questions were asked), due to a change in the skills lists



People and personal skills that need improving in the next 12
months

Ability to manage own time and prioritise own tasks 49%
Team working 45%
Managing or motivating other staff 43%
Customer handling skills 39%
Instructing teaching or training people 38%
Setting objectives for others 36%

Managing their own feelings or handling the feelings of

0
others 35%

Persuading or influencing others 33%

Sales skills

Making speeches or presentations 20%

Base: All establishments who anticipate a need for new skills in next 12 months (1,190)
Data cannot be compared to 2013 (the last time upskilling questions were asked), due to a change in the skills lists



Training and workforce development
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Proportion of employers providing training in the last 12 months by
region

® Train ® Train off-the-job Train on-the-job ® Train on-the-job only

71%

66%

%
63% 65%

59%
55%

UK Northern Ireland Belfast East South North West

Base: All establishments: UK: 87,430; Northern Ireland: 3,973; Belfast: 824; East: 1,023; South: 814; North: 640; West: 672)



Proportion of employers providing training in the last 12 months by
sector

® Train ® Train off-the-job Train on-the-job ® Train on-the-job only

Base: All establishments (2017 base sizes range from 54 in Public Admin. to 782 in Wholesale and Retail)



Training Equilibrium: employers’ interest in providing more
training than they were able to

63% of all employers train 37% don’t train

Among those Among those
who train who don’t train

(Base: 2,893) (Base:1,041)
Wanted to train more Do sulfficient training Don’t know Wanted to train Did not want to train

40% of employers want to train more

*Note training employers responding ‘Don’t know’ (2%) have been included in the group ‘Wanted to undertake more training’ on final measure Base: All establishments (3,973)



Types of training provided

Job specific training 84%
Health and safety / first aid training 716%
Basic induction 63%
48%

Training in new technology

Supervisory training

Management training

‘ Any induction \

Base: All establishments that train (2,893)

More advanced induction




Number and proportion of staff trained by region

65%
62% 500¢ 62%
0 59%

57% S57%

UK Northern Ireland Belfast East South North West

17,909,000 449,000 140,000 114,000 77,000 61,000 57,000

JURTEED BF SR EIEE (2007 Base: All establishments: UK: 87,430; Northern Ireland: 3,973; Belfast: 824; East: 1,023; South: 814; North: 640; West: 672)



Number and proportion of staff trained by sector

Number of staff trained (2017)

13,000

38,000

16,000

65,000

28,000

13,000

9,000

7,000

60,000

30,000

47,000

106,000

15,000

41%

Primary Sector & Utilities
Manufacturing
Construction

m 2017
Wholesale & Retall

Hotels & Restaurants w2015
Transport & Storage
Information & Communications
Financial Services

Business Services

Public Admin

Education

Health & Social Work 84%

Arts & Other Services 50%

Base: All establishments providing training (2017 base sizes range from 45 in Public Admin. to 529 in Wholesale and Retail)



Proportion of staff trained by occupation

= m Proportion of staff trained

78%
o\° X
R 68% R
58% 58%
o\°
N~
Lo
X
N~
<
2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017 2013 2015 2017
Managers Professionals Associate Admin. and Skilled Trades Caring, Leisure, Sales and Machine Elementary
Professionals Clerical Other Services Customer Service  Operatives

Base: All establishments with staff in the given occupations (2017 base sizes range from 372 for Associate Professionals to 1,780
for Managers)



Training days

Days per person trained Total training days

UK 6.4 114m
Northern Ireland 5.7 2.6m
Belfast 4.6 0.6m
East 6.4 0.7m
South 5.3 0.4m
North 4.3 0.3m

West 53 0.5m



Reasons for not providing any training

All staff are fully proficient / no need for training 71%
No money available for training 7%
Training not considered a priority 6%
No training available in relevant subject area 5%
Learn by experience/Learn as you go 3%

Any staff training arranged and funded elsewhere 2%
Managers lack time to organise training 2%
Employees too busy to undertake training 2%

Employees too busy to give training 1%

Training not needed due to size of establishment 1%

External courses are too expensive 1%

Trained staff will be poached by other employers 1%

Base: All establishments that do not provide training (1,041)



Reasons for not providing further training

Lack of funds for training

Unable to spare more staff time

Hard to find time to organise training

Difficulty finding training providers who can deliver training
where/when we want it

A lack of appropriate training / qualifications

Staff not keen

A lack of good local training providers

Staff now fully proficient

Lack of knowledge about training opportunities

Decisions taken at head office

Training not a management priority

58%

Base : All establishments who would have provided more training in the past 12 months if they could (1,422)



Training and workforce development - summary

% of employers that train 65% 63% 62% 63%
% of employers that train off-the-job 48% 49% 47% 47%
% that only train on-the-job 17% 14% 15% 16%
% of staff trained over the last 12 months 56% 59% 64% 60%
Days training per person trained 6.3 6.3 5.6 5.7

Total training days provided 2.7m 2.7m 2.6m 2.6m



High Performance Working practices
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High Performance Working practices

Equal opportunity policy I . C 190
On or off job training [ NG G390
Annual performance review [ IIIIIIEININGNGEEEEEEEEEE S5 00
Task variety [ NNNNEEGEE /020
Business plan NG 418%
Training needs assessment [HNNINGINGEGEEEEEEEEEEEEEEEEEEEEEEN 2700
Training plan NG £ 500
Task discretion I /300
Formally assess performance after training | N IEGTGNGNGNGGEGEGEGEGEGEGGEGEEEEEEEEEEEE 4020
Flexible benefits I 3700
Flexible working I 360
Training budget NG 3000
Awards performance related bonuses NG °5%0
Individual performance related pay |G 2 /%5
Work shadowing/stretching/supervision | RNNNRNININGI@INGEGEGEGEGE 2?20 6%
P . 15% of employers adopt 14 or

more of the HPW practices
Employee consultation 14% and are therefore classified

Holds 1ISO9000 I 14% as HPW employers
Trade union consultation | NG 13%
Processes to identify high potential or talented individuals | 9%

Creates teams to work on projects I 9%

Base: All establishments in Module 1 (2,028)



High Performance Working and skills challenges

...and are much more likely to train their

o ...yet are more likely to have skills gaps staff...
HPW employers are more active in the among their workforce...

recruitment market... 98%

61%

36%

24%

11%

HPW non-HPW HPW non-HPW HPW non-HPW

m Have vacancies mHave HtFVs mHave SSVs

Base for all charts: All establishments in Module 1 by HPW classification (HPW: 174; non-HPW: 1,854)



Conclusions
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Current state of skills in Northern Ireland

 The density of vacancies in 2017 has increased on the levels reported in 2015 (up 2.7% of all
employment in 2015 to 3.1% in 2017). This is now in line with the density of vacancies reported in
Scotland and Wales (3.1% and 3.0% respectively), but behind England (3.6%).

« Around one-fifth (21%) of these vacancies were proving hard-to-fill due to applicants lacking the
necessary skills, qualifications or experience (i.e. skill-shortage vacancies). This has increased
from 14% of all vacancies in 2015, and is now in line with the UK average of 22%.

 The density of skills gaps among the existing workforce has increased; from 3.3% of the workforce
in 2015 to 3.8% in 2017. This density is below the UK average of 4.4%.

» Specialist skills needed for the role and ability to manage and prioritise own tasks were the main
technical and practical, and people and personal skills lacking among both applicants and existing staft.

 Approaching two-fifths of employers (37%) reported having under-utilised staff, that is staff

with qualifications and skills beyond those required for the role (up from 28% in 2015), a similar

increase seen at the UK level.



Impacts and response

The impact on businesses’ productivity and growth potential are key impacts of skills

challenges, with potential to restrict both aspects in the short and long term. The impact of skills

challenges were felt most notably on current staff with employers reporting increased workloads

for other staff as an impact of skill-shortage vacancies (89%) and as an impact of skills gaps

among existing staff (55%).

» Despite persistent skills challenges, the proportion of employers that train has remained
consistent over time (63%), as has the number of training days per trainee.

« Whilst 40% of employers wanted to provide more training, the main barriers preventing them from
doing so centred on a lack of funds for training (58%) and lack of staff time to spare (51%).

 When looking ahead to the next 12 months, a smaller proportion anticipated a need for staff to

acquire new skills than they did in 2013 (62% compared with 72%)
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