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Chapter 1.
Background and Introduction



UKCESS 2013 - Overview

4,014 telephone
interviews with
establishments in
Northern Ireland

1,028 follow up
interviews on training
spend

* UKCESS 2013 is the second time
the survey has been run at a UK-
level

* The 2013 survey covers
establishments with 2 or more

y _ ‘ Skill-shortage people working at them
acancies vacancies * The 2011 survey included
AN d establishments with one employee
Training — these were not covered in 2013.
Upskilling actvity Skills gaps * Where comparisons are made with
AN 2011 findings, these are based on
High re-weighted 2011 data (configured
Product | | Performance |1\, qor ise to represent the 2+ employment
Market Working : . . :
of skills business population used in 2013).
Strategy V

* This slide pack summarises main
findings amongst employers in
Northern Ireland.

%



Achieved Interviews / confidence intervals

UK

Northern Ireland

By region in England
Belfast WDF

Northern WDF

North West WDF
Southern WDF

South West WDF

South East WDF

Population

1,743,847

55,603

10,863
12,791
4,925
9,643
8,215

9,166

By size of establishment

2-4

5-24

25-49

50-99

100+

29,251

21,160
2,882
1,491

819

f (Maximum)

I_\lumb.er 0 Sampling
interviews Error

91,279 +/-0.32
4,014 +/-1.49
918 +/-3.09
878 +/-3.19
377 +/-4.85
644 +/-3.73
509 +/-4.21
688 +/-3.59
1,227 +/-2.74
2,189 +/-1.98
307 +/-0.96
167 +/-5.29
124 +/-8.11

‘for a question asked of all

respondents where the survey result
Is 50%, we are 95% confident that the
true figure lies within the range

48.51% to 51.49%’

Population [\Iumbgr & (I\S/Igr)::gql;rg)

interviews Error

By sector
Agriculture 6,695 133 +/-8.41
Mining & Quarrying 124 17 +/-22.17
Manufacturing 3,160 310 +/-5.29
azgic“y’ Gas and 336 43 +/-13.98
Construction 6,172 259 +/-5.96
Wholesale and Retail 12,296 866 +/-3.21
Hotels & Restaurants 4,101 385 +/-4.75
Transport and 2,550 282 +1-5.50
Communications
Financial Services 1,174 112 +/-8.81
Business Services 6,269 491 +/-4.25
Public Administration 875 55 +/-12.8
Education 3,102 292 +/-5.46
Health and Social Work 4,471 408 +/-4.63
Community, Social and 4278 361 +/-4.94

Personal Services




Profile of survey population

Establishments vs. Employment

2.4 ﬁo_ 53%
fp T 119%

_ i s 38
524 'S mmmn 299 0

1o I 5%
25-49 4 mmmaet 14%

3%
50-99 4} mErrm 14%

HEE 1 1%

PRIVATE i
SECTOR 4¢ I 71%

R0 E
SECTOR ¢ " 11%

PUBLIC B W 7%
SECTOR 43 Dommaem 18%

MULTISITE

70%

i

SINGLE
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Chapter 2:
Employers’ experiences of skill shortages



Incidence and density measures
Vacancies and skill-shortages

Incidence

Density

Vacancies

The proportion of
establishments
reporting at least one
vacancy

The number of
vacancies per
employee

Hard-to-fill vacancies

The proportion of
establishments
reporting at least one
hard-to-fill vacancy

Hard-to-fill vacancies
as a proportion of all
vacancies

Skills-shortage

vacancies

The proportion of
establishments
reporting at least one
skill-shortage
vacancy

Skill-shortage
vacancies as a
proportion of all

vacancies



Vacancies and skill-shortage vacancies in

Northern Ireland

SSV

. 21%
density °

10%

® [ncidence of
vacancies

Incidence of skill-
shortage vacancies

2%

4

19% of vacancies in
NI were skills
shortage vacancies
(SSVs), down from
21% in 2011

10% of

establishments had a
vacancy, this remains
unchanged from 2011

1-

3%

2011

Base for boxes: All vacancies based on responses from all establishments (as shown below)
Base for bars: All establishments (as shown)

2013:  (4,014)

3% of establishments
had a skills shortage
vacancy, compared to

2% in 2011

2013

Recruitment has fallen. Although
the  proportion of employers
reporting vacancies hasn’t changed
(10 per cent), there are 3,000 less
vacancies in 2013 than in 2011. This
is a fall of 17 per cent. This
compares unfavourably with
Scotland and England which both
saw increases in the number of
vacancies as well as an increase in
the number of employers reporting
vacancies.

The volume of skill shortage
vacancies has fallen by a quarter
(from 4,000 to 3,000). However,
due to the overall fall in
vacancies, the proportion that are
skill shortage vacancies has only
fallen from 21 per cent to 19 per
cent.

The reporting of vacancies and skills
shortages varies substantially
between sectors, geographies and
occupations.



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

SSV density

16% 16%

15%
14%
10% 10% 10% 10%
9% 9% 9% 9% 9%
8%
7%
6%
4%
3% 3% 3% 3% 3% 3% 3%
2% 2% 2% 2% 2% 2%
1.0/
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Incidence of skill-shortage vacancies ® Incidence of vacancies

Base for boxes: All vacancies based on responses from all establishments (as shown below)
Base for bars: All establishments (as shown)

2011: (86,522) (3,921) (907) (862) (383) (650) (452) (667)
2013: (91,279) (4,014) (918) (878) (377) (644) (509) (688)



Incidence and density of vacancies and skill-
shortage vacancies by sector (I)

SSV density
. . 17%
Incidence of skill-shortage
: 15%
vacancies 4% °
® Incidence of vacancies 13%
10% 10%
9% 9% 9%
5% 5%
4% 6% 9
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Base for boxes: All vacancies based on responses from alll establis%ments (as shown below)

Base for bars: All establishments (as shown) ** denotes data not shown due to low base size (<25)
2011: (3,921) (32) (15) (343) (54) (364) (724) (334)

2013: (4,014) (133) (17) (310) (43) (259) (866) (385)



Incidence and density of vacancies and skill-
shortage vacancies by sector (1)

SSV density
Incidence of skill-shortage 21%
vacancies 24%
® Incidence of vacancies
17% 18%
16%
14% .
12% 12% 11% 1% 13%
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I I . I
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Base for boxes: All vacancies based on responses from all establishments (as shown below)

Base for bars: All establishments (as shown) ** denotes data not shown due to low base size (<25)
2011: (3,921) (290) (137) (509) (105) (285) (417) (312)

2013: (4,014) (282) (112) (491) (55) (292) (408) (361)



Skill-shortage vacancies by occupation in NI

® 2011 SSV density m 2013 SSV density [ | Number of SSVs (2013)

100 400 300 100 700 600 200 200 400
44% of vacancies for Around 600 vacancies in
Skilled Trades Caring, leisure and other service
occupations are occupations were reported as
skill-shortage being hard-to-fill because
vacancies employers couldn’t find

\_applicants with the right skills

Base for bars: All establishments with vacancies (as shown below).

Note: figures shown as percentage of all SSVs — up to 6 occupation followed up
** denotes data not shown due to low base size (<25)

2011 (32) (92) (82) (100) (69) (71) (69) (33) (79)
2013:  (24) (105) (108) (80) (76) (85) (83) (34) (69)



Skills lacking among applicants in NI

Technical, practical or job specific skills
Planning and Organisation skills
Problem solving skills

Team working skills

Oral communication skills
Strategic Management skills
Written communication skills
Customer handling skills
Literacy skills

Foreign language skills
Numeracy skills

Basic computer literacy /using IT

Advanced IT or software skills

69%

49%
69% of skill-
45% shortage vacancies
were due, in part,
44% to employers being
unable to find
40% candidates with the
technical, practical
37% or job specific skills

\ they required. /

35%
34%
27%

27%

Base : All establishments in with skill-shortage vacancies - up to 6 occupations followed up (144)
Figures are shown as a percentage of all SSVs (not a percentage of all establishments)



Impact of skill-shortage vacancies in NI

Delay developing new products or services
Difficulties meeting customer services objectives
90% of
Have difficulties introducing new working practices 49% establishments

reporting skill-
shortage vacancies
indicated that
these were
Experience increased operating costs 39% increasing
workload for other

staff in the
Have difficulties meeting quality standards 35% \ business.

Lose business or orders to competitors 2%

Outsource work 35%

Withdraw from offering certain products / services 33%

Difficulties introducing technological change 27%

None

1 I 1 I 1 I 1 I 1 1 1 1
<
>
NN

Base: All establishments in where all hard-to-fill vacancies caused solely by skills related issues (136)



Chapter 3:
The Internal Skills Challenge

15



Incidence and density measures
Internal Skills Challenges

Skills gaps Under-utilisation of

skills Upskilling

The proportion of

The proportion of The proportion of establishments
S establishments reporting establishments over- anticipating staff needing
employees not being qualified and over-skilled to acquire new
fully proficient staff skills’lknowledge over
coming year
Skills gaps as a Proportion of staff
Density proportion of reported as being over-

employment gualified and over-skilled




Incidence and density of skills gaps by region

Density

17% of
employers in Aroupfql 80h/o of
Belfast have 17% gta t r|]n Et et
skills gaps outh Eas

are not fully

14% proficient
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Base for boxes: All employment across all establishments (as shown below)
Base for bars: All establishments (as shown)

2011:  (86,522) (3,921) (907) (862) (383) (650)
2013: (91,279) (4,014) (918) (878) (377) (644)

(452) (667)
(509) (688)



Incidence and density of skills gaps by sector (1)

Density

2011
2013 5.2% 6.6% **% 6.0% 4.3% 4.6%

**% **%

Base for boxes: All employment across all establishments (as shown below)
Base for bars: All establishments (as shown) ** denotes data not shown due to low base size (<25)

2011:  (3,921) (32) (15) (343) (54) (364) (724) (334)
2013: (4,014) (133) (17) (310) (43) (259) (866) (385)



Incidence and density of skills gaps by sector (ll)

Density

2011
2013 5.2% 2.7% 2.3% 3.4% 4.2% 1.8% 7.3% 4.2%

Base for boxes: All employment across all establishments (as shown below)
Base for bars: All establishments (as shown)

2011:  (3,921) (290) (137) (509) (105) (285) (417) (312)
2013: (4,014) (282) (112) (491) (55) (292) (408) (361)



Skills gaps by occupation in NI

m 2011 skills gap density = 2013 skills gap density [ | Number of gaps (2013)

38k 3k 2k 1k 4k 3k 4k 11k 4Kk 7k

11,000 people in sales
occupations are not fully 10.3%
proficient. This equates to

10.3% of all sales staff.

7.3% 7.5%

5.2%

1_9%2.1% 1.80/02'1%

. NS )
& & Q® & & 32 N7 X &
O OO 2 S > c® Q
> 6\0 . \(5,\ ?‘ b\$ Q@ . Qe’ (QQ
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(b{@
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Base for boxes: Number of skills gaps within establishments with staff in each occupation (as shown below)
Base for bars: All establishments with staff in each occupation (as shown)

2011: (3,921) (3,718) (718) (544) (2,403) (900) (550) (1,116) (612) (1,240)
2013: (4,014) (3,789) (757) (543) (2,357) (915) (613) (1,156) (575) (1,339)



Main causes of skills gaps in NI

Staff are new to the role

Staff lack motivation

They have been on training but their performance has not
improved sufficiently

Their training is currently only partially completed

The introduction of new working practices

Unable to recruit staff with the required skills 31%
The development of new products and services 30%
Staff have not received the appropriate training 29%

The introduction of new technology 27%
Problems retaining staff 17%

r

64% of skills
gaps are
attributed, in
part, to staff

being new to
the role
64%
61%
94%
49%
48%

Base : All establishments with skills gaps - up to 2 occupations followed up (733)
Figures are shown as a percentage of all gaps (not a percentage of all establishments)



Skills lacking in staff with skills gaps in NI

Team working

Technical, practical or job-specific
Planning and organisation
Problem solving

Customer handling

Oral communication

Written communication

Basic computer literacy /using IT
Strategic Management

Literacy

Advanced IT or software
Numeracy

Foreign language

65%
64%
52%
50%
46%
39%
33%
30%
27%
25%
23%
23%

13%

Base : All establishments with skills gaps - up to 2 occupations followed up (733)

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



Impact of skills gaps in NI

Increased workload for other staff

Have difficulties introducing new working practices

Have difficulties meeting quality standards

Have higher operating costs

Delay developing new products or services

Lose business or order to competitors

Outsource work

No impact

2

20%

19%

14%

29% skills gaps said

i

30%

'!

56% of
employers with

that having

skills gaps
increased the
8% workload of

\ other staff )

Base: All establishments with skills gaps (733)



Action taken to overcome skills gaps in NI

Increase training activity / spend or increase /
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

53%
e 58%
50%
N 579%
47%
I 49%
33%
I 40%
28%
D 38%
24% 2011
_— 30% = 2013
10%
N 13%
8%
Y 9%
26%

R 23%

Base: All establishments with skills gaps 2011 (626)
Base: All establishments with skills gaps 2013 (733)



Incidence and density of skills under-
UtIIISatlon by region 24% of staff in Belfast have

skills and qualifications more
Density

advanced than required for
EEd EE

their current job role

53%

49% 50% 50% 50%

47%

48% 48%

47%

44% 43%

Base: 2011: All establishments (as shown); 2013: All establishments in Module 2 (as shown)

2011:  (86,522) (3,916) (905) (862) (383) (649) (451) (666)
2013:  (45,644) (2,015) (450) (468) (195) (315) (260) (327)



Incidence and density of skills under-
utilisation by sector ()

Density
2011
2013 18% 30% 10% **% 16% 18%

43% of
employers in
the
Manufacturing

sector have
employees
with skills and
gualifications
more
advanced than
required for
their current

jobrole )

**% **%

N &) N ) N )
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Base: 2011: All establishments (as shown); 2013: All establishments in Module 2 (as shown) ** denotes data not
2011 (3,916) (32) (15) (343) (54) (364) (722) (334) shown due to low

2013: (2,015) (77) (20) (151) (19) (145) (440) (192) base size (<25)



Incidence and density of skills under-

utilisation by sector (I
Density
2011
2013

63%

Base: 2011: All establishments (as shown); 2013: All establishments in Module 2 (as shown)
2011:  (3,916) (290) (137) (509) (104) (284) (416) (312)

2013: (2,015) (130) (63) (239) (27) (141) (202) (179)



Incidence and density of skills under-
utilisation by size in NI

censiy [BHED) ENED @ ERED MED EED BE EEED

2011 2013 2011 2013 2011 2013 2011 2013 2011 2013 2011 2013 2011 2013
UK Northern 2-4 5-24 25-49 50-99 100+
Ireland

Base: 2011: All establishments (as shown); 2013: All establishments in Module 2 (as shown)
2011: (86,522) (3,916) (988) (2,263) (327) (184) (154)

2013: (45,644) (2,015) (631) (1,106) (144) (73) (61)



Drivers of upskilling in NI

Expect employees to need to acquire new
skills / knowledge

New legislative or regulatory requirements

The introduction of new technologies or
equipment

The development of new products and
services

The introduction of new working practices

Increased competitive pressure m

Base: All establishments in Module 2 (2,015)




Occupations affected by need for upskilling In
NI

n n ) O () — n
& © 0T 2 o 5., 20%uo © o -
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o < T S
Base: All establishments who employ staff in each occupation (Module 2):
Base: (1,915) (374) (261) (1,176) (434) (290) (603) (271) (661)



Skills which need improving/updating in next

12 months in NI

Technical, practical or job specific skills
Planning and organising skills
Problem solving skills

Advanced IT or software skills
Team working skills

Strategic management skills
Customer handling skills

Basic computer literacy / using IT
Oral communication skills
Written communication skills
Numeracy skills

Literacy skills

Foreign language skills

53%
50%
41%
40%
38%
36%
34%
32%
24%
20%
15%
13%

11%

Base: All establishments who anticipate a need to upskill staff in the next 12 months
excluding those where the main occupation affected is not known (1,499)



Chapter 4:
Training and Workforce Development

32



Incidence of training provision over the
previous 12 months by region

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

ary 69%
66% 2 employers in 65% 65%
0 Belfast
61%
provided ° 59% 60%
training for
\__their staff

5490°°%

51%cno
49% 50% 8% 50%,490
45% 45%
43% 42%
UK Northern Belfast WDF Northern WDF North West Southern WDF  South West South East
Ireland WDF WDF WDF

Base for bars: All establishments (as shown)

2013:  (91,279) (4,014) (918) (878) (377) (644) (509) (688)



Incidence of training provision over the
previous 12 months by sector (I)

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

73%
49% of \

6301 employers in
0 Northern Ireland 62% 61%
provided off-the- 58% 570, 59%
job training for ° 5504
staff. 47%
provided on-the-

job training j

46%
42%

419%42%

29%

23%
18%

**% **% *'k%

Northern Ireland Agriculture Mining and Manufacturing  Electricity, Gas  Construction Wholesale and Hotels and
Quarrying and Water Retail Restaurants

Supply
Base for bars: All establishments (as shown)  ** denotes data not shown due to low base size (<25)

2013:  (4,014) (133) 17) (310) (43) (259) (866) (385)




Incidence of training provision over the
previous 12 months by sector (II)

® Train Train off-the-job ® Train on-the-job
0,
91% 89% 66
0 81% 0
80% °78% 705 007 78%
74%
71% 71%
67%
0,
63% 65% 64%
0 58%
57% 549 55%
49%4794 47%47%
Northern Ireland Transport, Business Financial Public Admin Education Health and Social Community,
Storage and Services Services Social and Other

Comms
Base for bars: All establishments (as shown)

2013:  (4,014) (282) (491) (112) (55) (292) (408) (361)



Training Equilibrium: employer interest In
providing more training than they were able to

Among all
employers in 37%

Northern ’ .

Ireland.... Don t tram

(Base: 4,014) ! !

Of trainers.... (Base:2,894) Of non-trainers.... (Base:1,120)
Wanted to train Do sufficient Don’t Wanted to No training need
more training know train
ALL EMPLOYERS
(Base: Al 55% 45%

establishments,

4,014) In training equilibrium

(No desire for more training)

Wanted to undertake

more training




Types of training provided in NI

Job specific training

Health and safety / first aid training
Induction training

Training in new technology
Management training

Supervisory training

Base : All establishments that train (2,894)



Number and proportion of staff trained by

re g i O n received training in Belfast,

4000 more than 2011

Number of staff trained:

64% of staff in the
South East
received training

55%|55% 54% 55%|°6%
49%

\‘G

&
{&0
e
Base for bars: All establishments (as shown)
2011: (86,522) (3,921) (907) (862) (383) (650) (452) (667)
2013 (91,279) (4,014) (918) (878) (377) (644) (509) (688)

Note: proportion of staff trained shown as a proportion of all employment across all establishments, not just those establishments that train.



Number and proportion of staff trained by sector (1)

Number of staff
trained:

426k ok fad 36k 5k 20k 64k 27k

76%

53%

0, 54%
49%age; 2

43%

**% **%

Base for bars: All establishments (as shown)
2011: (3,921) (32) (15) (343) (54) (364) (724) (334)

013; (4,014) - (133) (17) (310) (43) (259) (866) (385)
No%e: proportion of staff trained shown as a proportion of all employment across all establishments, not just those establishments that train.



Number and proportion of staff trained by sector (ll)

Number of staff
trained:

] 49k 35k 49k 82k 20k
80%
74%

Base for bars: All establishments (as shown)

2011L: (3,921) (290) (137) (509) (105) (285) (417) (312)
2013: - (4,014) _ (282) (112) (491) €_55) (292) ~(408) (361)
Note: proportion of staff trained shown as a proportion of all employment across all establishments, not just those establishments that train.



Proportion of staff trained by occupation in NI

2011 m 2013

( 77% of
Professionals

received
training. An % 6%
increase of 13 72%
percentage 68%
points from 64% 0
63
\_ 2011
5504 S6%:17:
52% 52% 52% 52%
46% =y 469% A
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Base : All establishments with staff in each occupation:

2011: (3,718) (718) (544) (2,403) (900) (550) (1,116) (612) (1,240)
2013: (3,789) (757) (543) (2,357) (915) (613) (1,156) (575) (1,339)



Training days provided by region in NI
Total days training:
2011:

Nearly 600 thousand training
days were provided by 9.7
employers in the Northern
region
7.8
7.3 7.3
6.9

6.7 6.3 6.3

6.0

5.3

3.7 3.7 3.9
3.5 3.4 20|57 3.4
2011 2013 2011 2013 2011 2013 2011 2013 2011 2013 2011 2013 2011 2013
UK Northern Belfast Northern North West Southern South  South East
Ireland WDF WDF WDF WDF West WDF WDF
m Days per employee Days per trainee
Base for bars: All employment across all establishments (as shown)
2011:  (86,522) (3,921) (907) (862) (383) (650) (452) (667)
2013:  (91,279) (4,014) (918) (878) (377) (644) (509) (688)

Note: Days per employee shown as an average for all employment across all establishments; days per trainee shown as an average of all trainees.



Training days provided by sector in NI (1)

Total days training:
9.4

2011:
2013: UL
On average, 4.9 training days 8.4
were provided per trainee in .
manufacturing and 2.4 per
employee

7.2 7.5

6.6

6.7
6.3 6.3

*% *%

20112013 20112013 20112013 20112013 20112013 20112013 20112013 20112013

Northern : Mining and Elec. Gas : Wholesal_e Hotels and
Agriculture ) Manuf. Construction and Retail
Ireland Quarrying and Water _ Restaurants
m Days per employee Days per trainee
Base for bars: All employment across all establishments (as shown)  ** genotes data not shown due to low base size (<25)
2011: (3,921) (32) (15) (343) (54) (364) (724) (334)
2013: (4,014) (133) 17 (310) (43) (259) (866) (385)

Note: Days per employee shown as an average for all employment across all establishments; days per trainee shown as an average of all trainees.



Training days provided by sector in NI (1)

Total days training:
51k 259k 159k 269k 565k 127k

2011:
2013:F40L
8.1

8.6

7.3

6.3 6.3

34]38

20112013 20112013 20112013 20112013 20112013 50115013 20112013

Northern Transport, Financial Business Public . Health and Com_mumty,
Storage and : : . Education : Social and
Ireland Services  Services Admin Social
Comms Other
m Days per employee Days per trainee
Base for bars: All employment across all establishments (as shown)
2011 (3,921) (290) (137) (509) (105) (285) (724) (334)
2013: (4,014) (133) (17) (310) (43) (259) (866) (385)

Note: Days per employee shown as an average for all employment across all establishments; days per trainee shown as an average of all trainees.



Incidence of training staff to nationally

recognised qualifications

UK
(91,279)

Northern Ireland
(4,014)

Belfast WDF
(918)

Northern WDF
(878)

North West WDF
(377)

Southern WDF
(644)

South West WDF
(509)

South East WDF
(688)

31%
28%
33%
25%

29%

26%

Base: All establishments by region (as shown)
Note: % of all employees shown as an average for all employment across all establishments; % of all trainees shown as an

average of all trainees.

% of all
employees:

13%

10%

12%

10%

11%

8%

8%

10%

% of all
trainees:




Investment in Training

Total spend:
2013 £1.1bn
Base: 1,028 £2,540
£1,570
2011 £1.2bn
Base: 990 £2,810

1Spend per employee  ®m Spend per trainee

Base: All establishments that train (Investment in Training follow up survey), as shown.



Training expenditure by compo

Unweighted Base:

Total training expenditure

Off-the-job training: total

Trainee labour costs £102m
Fees to external providers £70m
On-site training centre £196m
Off-site training centre (in the same company) £17m
Training management £203m
Non-training centre equipment and materials £10m
Travel and subsistence £15m

Levies minus grants -£6m

nent in NI

8 £124m 11
6 £52m 5
16 £100m 9
1 £12m 1
17 £168m 16
1 £11m 1
1 £13m 1
-1 -£10m -1

Trainee labour costs £50m

Fees to external providers £21m

£82m

2 £21m

Trainee labour costs £339m

Trainers' labour costs £202m

28
17

£326m
£181m

Base : All establishments that train (Investment in Training follow-up survey)
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Employer recruitment of young people

“Recruiting employers” fier i seeoenmensin

54%

Employers who have recruited anyone in the past two
to three years

Base: All establishments in NI

Recruited young people y que 2. 2 015)

35%

Employers who have recruited anyone under

the age of 25 in the past two to three years

1%
18% Recruited

. education
Recruited young. leavers aged
person from education = EENSREIS

25%

Recruited young
person not from education



Recruitment of education leavers by size in NI

16 year old school leavers

m17-18 year old school leavers (Three quarters
of employers
m17-18 year old FE College leavers with 100+
. . members of
m University/HE leavers staff recruited
: ducati 73%
m Any education leavers an edcation

leaver

3% o, 3%

Overall 2to 4 5to 24 25to 49 50to 99 100+

(4,014) (1,227) (2,189) (307) (167) (124)

Base: All establishments (as shown)



Recruitment of education leavers by sector

16 YEAR OLD SCHOOL LEAVERS...... ‘
(\[ ® Hotels and restaurants 17% | Agriculture 3%
& |
!
- | e Business Services 3%
@;ﬁ‘ Wholesale and Retail 10% |
|
|

17-18 YEAR OLD SCHOOL LEAVERS......

| &
ﬂ Education 1%
| &

m ® Hotels and Restaurants 19% | SALE Business Services 5%
= |
P ¥ |
@— Wholesale and Retail 15% : Education 4%
) |
Health and Social work 11% : Agriculture 1%

7-18 YEAR OLD FEC LEAVERS

]/\[ ® Hotels and Restaurants 20%
e

ﬁ E Construction 5%

Financial Services 24%

|
|
|
|
@ Wholesale and Retail 2% | Business Services 4%
- |
Health and Social Work 12% : a
"' | Agriculture 3%
|
UNIVERSITY/HE LEAVERS.......
i | -
o0 i i Construction 4%
Mgk Education 28% : ﬁ
|
&+ O - |
o Health and Social Work 24% : a Agriculture 20
|
|

Base: All establishments (4,014)



Work-readiness of education leavers

m Very poorly prepared 0O Poorly prepared BEWell prepared BVery well prepared

The majority of N
employers that
16 year-old recruited a school
school 34% leaver found them
leavers well or very well
Base: prepared for work )
(313)
17-18
year-old 5% 26%
school
leavers Base:
(509)
17-18
year-old 2% 18%
FE leavers
Base:
(483)
University/
HE leavers 1%l 10%
Base:
(722)

Base: All establishments that have recruited each type of education leaver in the previous 2-3 years (as shown)



Skills and attributes lacking in education

leavers in NI

Lack of working world,
life experience or maturity

Poor attitude, personality or lack of
motivation

Lack of required skills or competencies
Lack of common sense
Literacy/numeracy skills

Poor educational attainment

Those that didn’t\
find them well
2204, prepared were
most likely to say
that they lacked
working world, life

experience or

maturity

16%

m 16-17 year old
school leavers Base:313

17-18 year old
school leavers Base: 509

® FE College
leavers Base: 483

m Uni/HE leavers Base: 722
1%

1%
2%

1%

1%

Base: Establishments recruiting each type of education leaver (as shown)



Barriers to recruiting young people in NI

26% had
young
applicants

Base: all recruiting employers who described young applicants as not meeting requirements (47)



//IFFDFS/FileServices/Y Drive/Jobs/5191/Report/Infographics/UKCESS 13 options and alternatives for graphics portrait V00.02.pptx#1. 1. 1. PowerPoint Presentation

Summary of skills deficiencies and training amongst
employers recruiting young people in NI

Vacancies

Have vacancies 18 22 25 26 11

Skill-shortage vacancies

Have skill-shortage
vacancies

Skill-shortage vacancies
as % of all vacancies

Skills gaps

Have skill gaps 27 35 33 29 13
Skills gap density 7 8 7 6 5
Train at all 80 80 83 92 69
% of staff trained 65 62 61 67 50

Base: all establishments recruiting each type of education leaver (as shown)
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Incidence of High Performance Working

82% of employers
have work shadowing
or supervision

Practices

Work shadowing/stretching/supervision
Equal opportunity policy

On or off job training

Business plan

Annual performance review

Task variety

Training needs assessments

Task discretion

Training plan

Formally assess performance after
training

Flexible working

Training budget

Awards performance related bonuses
Individual performance related pay
Flexible benefits

1P

Holds 1SO9000

Employee consultation

Trade union consultation (non pay related)

Creates teams to work on projects

Processes to identify high potential /
talented individuals

8204 100%

81%

90%

80%

70%

60%

50%

40%

30%

20%

10%

0%

0123456 7 8 9101112131415161718192021

Base: All establishments in Module 1 (1,999)



Summary of skills deficiencies by adoption of High
Performance Working Practices in NI

( 28% of \

employers that
are high
performance
working had
vacancies,
compared to
9% of
employers that
aren’t high
performance
working  J

Unweighted base:

Have vacancies

Have skill-shortage vacancies

Skill-shortage vacancies as % of all
vacancies

Have skill gaps

Skills gap density

Base: All establishments in Module 1 by HPW classification (as shown)



Summary of vacancy situation by Product
Market Strategy grouping in NI

Proportion of all vacancies which are hard-to-fill: “** denotes data not shown due to low base size (<25)

* 34% 46% 37% 25%

Incidence of; mVacancies
Hard-to-fill vacancies
m Skill-shortage vacancies

Very low PMS Low PMS Medium PMS High PMS Very high PMS
Base: (153) (499) (912) (859) (413)

Base: All establishments in the private sector in each PMS group (as shown)



Incidence of training by Product Market
Strategy grouping

m Percentage of establishments that train
~ Proportion of staff trained

Very low PMS Low PMS Medium PMS High PMS Very high PMS

Base: (153) (499) (912) (859) (413)

Base: All establishments in the private sector in each PMS group (as shown)
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Skills deficiencies threaten emerging recovery

Fall in volume of vacancies and fall in volume of skills shortage
vacancies suggests that demand for skills has not returned to
Northern Ireland

e Although a small minority of establishments (3%) are affected by
skill-shortage vacancies, in total around one in five vacancies
(19%) across Northern Ireland are hard-to-fill due to skill
shortages in the available labour pool.

* [n addition, some 38,000 employees are regarded as being not fully
proficient in their job roles (5.2% of the total workforce in Northern
Ireland).

* Inefficiencies are apparent in the workforce — nearly half (49%) of
establishments say they have at least one member of staff who has
skills and qualifications that exceed those required for the job role,

equating to 18% of the workforce in Northern Ireland.
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Provision of training “smarter” and “targeted”

The proportion of staff trained has increased but the number of
training days each staff member receives is unchanged

* Overall the number of days training funded or arranged by employers
In Northern Ireland has stayed the same since 2011,

* This is coupled with a fall in total training expenditure...

* ...however despite this fall more employees are receiving training
than in 2011

* This suggests that the recession of recent years has led to
employers ‘training smarter’ and ‘doing more for less’, with
Increased emphasis on in-house training, training employees as
trainers, reduced use of external providers and enhanced use of e-
learning.
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Recruitment of young people falling

Fewer employers have recruited people directly from education
compared to in 2011

* The main obstacle to (more) young people getting new jobs is
competition in the market place rather than perceptions that young
applicants do not have the capability to perform in the job role.

* Where the choice not to recruit a young applicant was motivated by a
belief that the young person did not have the capabilities to do the job
the main things lacking were skills and experience, and sometimes
both.

* Most employers recruiting directly from education found the recruits
to be well or very well prepared for work, particularly those recruiting
older education leavers.
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For more information contact UKCES
Employer Surveys

Q 01709 774 800

E employersurveys@ukces.org.uk

, @ukces

www.qgoV.uk/government/publications/UKCES- U CESI

Employer-Skills-Survey-2013-Northern-Ireland O MERON
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