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EXECUTIVE SUMMARY
Introduction and Background

The Mid Ulster District Council area represents a population of more than 145,000 and it is the fastest growing
new Council area in Northern Ireland (its population is expected to grow to 165,000 by 2030). The Mid-Ulster
sub-region is home to over 8,000 small businesses, which is the 2" largest concentration of small businesses
outside of the Belfast Metropolitan area. With circa 700,000 people within a one-hour commute of the district
boundaries, the area supports approximately 50,000 jobs, which are mainly concentrated within micro
businesses and Small and Medium Sized Enterprises (SMEs)'. As the most entrepreneurial region in Northern
Ireland?, the Mid Ulster area contributes towards producing 7.3% of the region’s total economic output (Gross
Value Added is £2.075 billon).

Its business base provides the lifeblood of the local economy, whilst the skills and capabilities of its workforce
are vital to its sustainability and growth. The availability of a high performing workforce, appropriately
equipped to meet the current and future needs of the local industry’s key sectors is therefore of vital importance.

While predictions of a changing world of work and the nature of jobs undertaken, alongside increasing
technological advancements such as automation, will necessitate a medium-term focus amongst stakeholders
in the Mid Ulster area on its ability to upskill and reskill the local workforces (including opportunities for adult
and lifelong learning), more immediate concerns are driving a need to review the availability of skills in the
Mid Ulster area. For example, the UK’s vote to leave the European Union (EU) (‘Brexit’) is causing many
businesses to think more about their future skills needs, assuming less access to migrant labour from the EU.
The introduction of the Apprenticeship Levy?® (April 2017) has also created an urgent need (amongst relevant
employers) to ensure that the reforms drive quality over quantity and deliver the skills needed now and in the
future.

In recognition of such issues, the Mid Ulster Skills Forum* offers a unique opportunity to initiate the
development of a Mid-Ulster wide approach to employability and skills. This will help to match education and
skills provision to meet the critical workforce needs of local employers in the Mid Ulster area.

It is hoped that the evidence collated, and the resultant Action Plan, will command broad support and will
provide a strong foundation for members of the Mid Ulster Skills Forum to address the key skills challenges
in the long term, across economic and political cycles.

A Changing Context

There are several macro and sector specific factors that are of relevance when considering the context within
which the Action Plan has been developed and will be implemented. Typical example of macro factors include:

* The importance of skills and accessing talent, which will only be met if businesses have the widest pool of
talent to draw on (this involves increasing employee diversity and accessing global talent).

* Apprenticeships, which are a key way of developing skills and are therefore a crucial part of plans for growth
and improved productivity.

* Brexit, which represents a period of significant uncertainty and has the potential to present particular challenges
for the Mid Ulster area.

* Technological Changes/Advancements (such as automation) are nothing new but stakeholders in the Mid Ulster
area need to think, act and educate now for the economy of the future.

! Defined as having: fewer than 250 full time equivalent employees, an annual turnover not exceeding €50m (£35m)
and/or an annual balance sheet total not exceeding €43m (£30m).

2In terms of business start-ups (Global Entrepreneurship Monitor Report, 2017).

3 See Section 2.3 for further details.

4 Which includes representation from local businesses, colleges, universities, local enterprise agencies, key sectoral
business organisations, government departments and their agencies and the Council.

MID ULSTER SKILLS REPORT & ACTION PLAN
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Mid Ulster’s Platform for Growth

The considerable and growing issue of businesses within the Mid Ulster area accessing prospective employees
(or the ‘lack of people’), as reflected in Sections 2 and 3 of the Mid Ulster Skill Report and Action, will
inevitably not be a surprise to businesses in the area - the ‘need for labour’ is now. However, this issue,
coupled with the identified skills issues, should serve as a clear signal to policymakers that urgent attention is
required to ensure that the growth of local businesses is not curtailed.

This is not to say that local businesses, with support from key stakeholders, do not have a role to play. They
are faced with several options in terms of increasing the pool of prospective employees, such as: seeking to
attract external talent to the Mid Ulster area; increasing levels of investment in labour saving technology (such
as automation); encouraging more local people back into the labour market (e.g. possibly through higher
wages); and/or re-locating to another jurisdiction with easier access to skilled labour.

Beyond these options, there is also a need to actively promote the development of productive, inclusive and
engaging workplaces that get the best out of people, but also a need to take a much more strategic view of
skills and the systems and mechanisms through which they are developed and sustained. In a period of
considerable uncertainty, just focusing on the supply is not enough if businesses are to meet the huge challenges
of rapid technological change, an ageing workforce, and changing cultures and expectations amongst the
younger workforce. For example, businesses need to think more broadly about their own investment in
developing talent and skills and how the growth of different employment models, flexi-working, contract and
portfolio working may require a significant change to the ways they attract, invest in and develop people and
skills in the future. The HR function within a business has a vital role to play in helping organisations to take
a more strategic view of the kind of workforce they will need for the future and how they set about engaging
with prospective future employers in a timely and strategic manner.

The opportunity is clear — despite these issues there is the potential to create approximately an additional 2,355
new FTE jobs by 2020/21° if the Action Plan that has been developed is appropriately resourced, financed and

implemented.

The Action Plan 2018-2021

The ability to grow, attract and retain skilled labour, build resilience and adaptability in the current and future
workforce is a prerequisite for future economic growth in the Mid Ulster area.

The Goal: to create a larger and stronger private sector. In order to achieve this, it will be important to have a
successful skills and employment strategy, which enhances skills supply and thereby feeds the demand for
well-skilled employees.

The ambition is clear: for all the residents of the Mid Ulster are to be in a position to achieve their goals
through productive, fulfilling employment with skills at the heart of personal and professional development,
whether entering the world of work for the first time or progressing in their careers.

Other areas face similar challenges. Some have similar strengths. Many have similar ambitions. However, the
Mid Ulster area uniquely combines a realistic aspiration to be a top performing region in Northern Ireland at
the same time as maintaining its position as being the most entrepreneurial region in Northern Ireland.

Similar to the Council’s Economic Plan, the Strategic Priorities, Goals and Actions set out overleaf will require
the development of strong partnerships and joint ventures, including strong leadership amongst businesses,
using a multi-agency approach to secure and maximise resources in order for them to be fully delivered. The
Mid Ulster Skills Forum will work with relevant key responsible Government Departments (e.g. DfE, DE,

3 Please note, the ability to achieve this target is inherently linked to the outcomes of future negotiations associated with
Brexit. There is a risk any policy relating to the level of free movement that is afforded to EU27 Nationals in the UK
and vice versa exacerbates the situation in the Mid Ulster area.

MID ULSTER SKILLS REPORT & ACTION PLAN
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DfC, DAl etc.) and their delivery bodies in implementing the commitments with the Action Plan. Central to this
will be the Council who will act as a key enabler in the region, adopting a direct lobbying approach to become
a leading strategic influencer of skills development and policy in the area.

Given the inadequate supply of applicants (or the ‘lack of people’), Mid Ulster District Council, alongside
other Councils in Northern Ireland, could potentially lobby the UK Government for a regional migration policy
post-Brexit i.e. being able to issue work visas for Northern Ireland only rather than having to comply with a
one-size fits all UK migration policy. The rationale being that Northern Ireland has a different economic profile
than the rest of the UK and therefore migration policy should reflect that.

MID ULSTER SKILLS REPORT & ACTION PLAN
Page iii
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1. INTRODUCTION AND BACKGROUND
1.1 Introduction

Mid Ulster District Council (‘the Council’ or ‘MUDC’) has commissioned Cogent Management
Consulting LLP (‘Cogent’ or ‘the Consultancy Team’) to develop a Skills Report and Action Plan for
the Mid Ulster District Council area for the period 2018-2021.

The report provides a comprehensive analysis of the existing skills shortages, gaps and deficits and the
future skills requirements in the Mid Ulster District Council area and identifies a solution and action
plan to address these issues.

The newly formed Mid Ulster Skills Forum® has acted as a key driver for this initiative supported by the
Council.

1.2 Background

The Council area represents a population of more than 145,000 and it is the fastest growing new Council
area in Northern Ireland (its population is expected to grow to 165,000 by 2030). The Mid-Ulster sub-
region is home to over 8,000 small businesses, which is the 2" largest concentration of small businesses
outside of the Belfast Metropolitan area. With circa 700,000 people within a one-hour commute of the
district boundaries, the area supports approximately 50,000 jobs, which are mainly concentrated within
micro businesses and Small and Medium Sized Enterprises (SMEs)’. As the most entrepreneurial region
in Northern Ireland®, the Mid Ulster area contributes towards producing 7.3% of the region’s total
economic output (Gross Value Added is £2.075 billon). Its business base provides the lifeblood of the
local economy, whilst the skills and capabilities of its workforce are vital to its sustainability and growth.

The availability of a high performing workforce, appropriately equipped to meet the current and future
needs of the local industry’s key sectors is therefore of vital importance. From education through to
industrial strategy, the skills that are developed are important both for the local economy and for
providing an opportunity for individuals. While predictions of a changing world of work and the nature
of jobs undertaken, alongside increasing technological advancements such as automation, will
necessitate a medium-term focus amongst stakeholders in the Mid-Ulster area on its ability to upskill
and reskill the local workforces (including opportunities for adult and lifelong learning), more immediate
concerns are driving a need to review the availability of skills in the Mid-Ulster area. For example, the
UKs vote to leave the European Union (EU) (‘Brexit’) is causing many businesses to think more about
their future skills needs, assuming less access to migrant labour from the EU. The introduction of the
Apprenticeship Levy® (April 2017) has also created an urgent need (amongst relevant employers) to
ensure that the reforms drive quality over quantity and deliver the skills needed now and in the future.

In recognition of such issues, the Council had identified skills as one of the four Strategic Priorities in
its Economic Development Plan “Our Plan for Growth” 2015-2020.

The Council recognises a need to build momentum to address such key labour market challenges and a
desire for stronger collaboration and more effective partnership working with local employers, sectoral
bodies, government departments, universities, and local schools (careers department).

¢ Which includes representation from local businesses, colleges, universities, local enterprise agencies, key sectoral
business organisations, government departments and their agencies and the Council.

"Defined as having: fewer than 250 full time equivalent employees, an annual turnover not exceeding €50m (£35m)
and/or an annual balance sheet total not exceeding €43m (£30m).

8 In terms of business start-ups (Global Entrepreneurship Monitor Report, 2017).

?See Section 2.3 for further details.

MID ULSTER SKILLS REPORT & ACTION PLAN
Page 1
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1.3.1

1.3.2

To this end, the Mid Ulster Skills Forum offers a unique opportunity to initiate the development of a
Mid-Ulster wide approach to employability and skills. This will help to match education and skills
provision to meet the critical workforce needs of local employers in Mid-Ulster.

The Scope of the Work
Overview

Following the completion of an initial piece of research undertaken during 2015 by staff within the
Council, which reviewed the statistics and data that was available at that time, it was identified that much
of the skills related research that had been undertaken was at a regional level, with a significant gap in
information on this issue at a sub-regional level (Mid Ulster District Council area).

Recognising this issue, the Council has identified a requirement for in-depth scoping work to map the
issues relevant to businesses in a number of key sectors (and emerging growth sectors) within the Mid
Ulster District Council area.

The overall aim of the work is to develop a comprehensive Skills Report and Action Plan 2018-2021 for
the Council area. This will require:

e Analysis of skills shortages and skills gaps, including insight into skill level differentials in the
Council area;

e Analysis of both current and a future search of workforce needs, to be benchmarked against the
regional position;

* A review of local economic development activities throughout the sub-region and a report
highlighting the potential opportunities that may be exploited; and

» Identification of the economic gaps and opportunities that require attention.

This analysis will identify and quantify the nature of the challenges facing businesses in the Council
area. A resulting Action Plan will use the sourced evidence to develop a strong foundation for members
of the Mid Ulster Skills Forum to address the key skills challenges in the short/medium term. All funding
opportunities should be considered and explored in full.

A more detailed ‘Statement of Requirements’ is set out below.
Statement of Requirements
The Mid Ulster Skills Report and Action Plan 2018-2021 is required to include:

1. A comprehensive Skills Report identifying skills and deficits gaps (both in skill area and skill level)
across each of the following sectors in the Mid Ulster area:

* Manufacturing & Engineering;
* Food & Agri-Food,

e Construction;

e Retalil;

e IT;and

» Hospitality.

The Council also recognises the need to develop and support weaker or new emerging sectors with
growth potential.

2. Arobust and practical Skills Action Plan (2018-2021) to include a number of interventions detailing
opportunities and actions, roles, responsibilities, timescales, costs and funding sources.

MID ULSTER SKILLS REPORT & ACTION PLAN

Page 2
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The Council has split the work into four key stages as follows:

Stage 1: Desk
Research

a)

b)

c)
d)

e)

g)

Collate a detailed, robust evidence base which must be referenced from a credible
source and provide an analysis of the current and future employability, qualifications
and skills challenges in the short, medium and long-term within the Mid Ulster
District Council area (2018-2021).

Collate and summarise the key support provisions for each of the sectors currently
available.

Review the effectiveness of labour market interventions for each of the sectors within
the Mid Ulster District Council area.

Research Government Plans, strategies and policies impacting upon each sector’s
employment, skills and training needs.

Research Best Practice examples from Northern Ireland, Great Britain (GB), Republic
of Ireland (ROI), Europe and internationally.

Report on existing local and regional evidence that has an impact on anticipated
growth and associated future skills needs across all sectors (including new emerging
and weaker sectors).

Report on the issue of attracting and retaining employees and employers within Mid
Ulster area.

Stage 2:
Consultation and
Engagement

b)

Conduct in-depth and qualitative face to face business interviews (at a senior level)
with:

* The owner or HR Manager of a minimum of 32 businesses across the MUDC
area with equal representation as far as possible across Dungannon, Cookstown
and Magherafelt areas (ensuring a good cross-section business sectors and
different sizes of companies).

» The Chief Executives of the 3 local Enterprise Agencies (Cookstown Enterprise
Centre, Dungannon Enterprise Centre and Workspace Enterprises Ltd.) and all
Training Service providers across the MUDC area such as Coalisland Training
Services, Network Personnel and Rutledge.

* CAFRE (Loughry Campus), South West College (SWC) and Northern Regional
College (NRC).

* Government departments such Department for the Economy (DfE), Invest NI,
Tourism NI and representative sectoral body organisations such as Federation of
Small Businesses (FSB), Confederation of British Industry (CBI), NI Food and
Drink Association, Manufacturing NI, Business in the Community (BITC),
Construction Industry Training Board (CITB), Engineering Training Council
(ETC), EEF, Northern Ireland Statistics and Research Agency (NISRA),
Federation of Master Builders (FMB) and Food NI.

*  Queen’s University, Belfast (QUB) and Ulster University (UU).

Conduct 3 focus group meetings for career teachers/advisors from all
secondary/grammar schools within the MUDC area.

Conduct and analyse the results of an online business survey (using survey monkey)
focussing on skills and deficits gaps across the key identified sectors within Mid
Ulster. The online survey to all businesses in MUDC area (using the Council’s

website) will require a minimum 250-300 responses.

Stage 3: Interim
Skills Report &
Action Plan
(2018-21)

d)

Report on the analysis of research regarding the provision around skills, training and
employability interventions available.

Develop targets to increase skill levels which match the growing demand across
Council’s key sectors and emerging growth sectors.

Determine the current and future key skill gaps that exist (both in skill area and skill
level) and outline the nature and level of support or intervention required and key
actions needed to deliver and make substantial progress towards the identified targets.
Develop a robust, practical Action Plan to increase skill levels now and into the future.
The Action Plan will clearly state the priorities, specific actions, targets, roles and
responsibilities for partners and deliverers and implications for resources and budgets
including identifying funding streams/sources.

Stage 4: Final
Skills Report
and Action Plan
(2018-21)

a)
b)

Report being to be presented and adopted by the Mid Ulster Skills Forum and Mid
Ulster District Council.
To formally present the findings via MS PowerPoint at a formal launch event.

MID ULSTER SKILLS REPORT & ACTION PLAN
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1.4.1

1.4.2

Scope of Report and Methodology
Scope of Report

The scope of this report is tightly focused on the skills needs of businesses in the Council area, both
now and in the medium-term. Whilst it necessarily touches upon jobs and economic growth, it is not an
overall economic strategy for the area. This is covered by the Council’s Economic Development Plan
“Our Plan for Growth” 2015-2020.

Second, it describes an agenda for the Mid Ulster area as a whole rather than just for Mid Ulster
District Council. This agenda will be delivered only with support from both public-sector stakeholders
from across Northern Ireland and the private sector in the Council area. This said, the Council is well
placed to coordinate, convene and direct other stakeholders.

Third, it seeks to identify the priorities for action, drawing together common themes from both existing
research and research undertaken as part of this exercise into an up-to-date and integrated agenda for
action.

The report has been organised around four strands of activity, namely: a review of the context in which
Mid Ulster is operating; extensive data analysis looking at Mid Ulster’s strengths and weaknesses; a
review of Mid Ulster’s relationship with the broader Northern Ireland economy; and wide consultation
with the business leaders and key stakeholders within the area involved with the skills agenda. It is hoped
this action plan will command broad support and serve Mid Ulster well for the long term, across
economic and political cycles.

Methodology

In developing the Skills Report and Action Plan, the Consultancy Team undertook a variety of activities,
including:

Desk Research » Areview of key strategies/policies to understand the regional and local context within
which the Skills Report and Action Plan will sit including the Council’s Corporate
Plan, Community Plan and Economic Development Plan.

* In-depth research on the external factors that are having, or have the potential to have,
an impact on the anticipated growth and future skills needs across the key sectors (e.g.
Brexit).

* A review of existing research to examine the current and future challenges faced by
each of the key sectors identified.

* Areview of a range of recently published data and metrics to understand the economy
of the Council area and in particular its position relating to skills availability, and its
performance in comparison to the rest of Northern Ireland.

* An examination of existing provision and interventions that seek to: support
businesses within the Council area to address their skills needs; and support
individuals to become up-skilled in those areas where there are identified skills
deficiencies.

* In-depth research to appropriately define each of the six identified priority sectors.
Please note, Appendix I provides the basis upon which each of the six priority sectors
have been defined for the purposes of this report.

MID ULSTER SKILLS REPORT & ACTION PLAN
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Consultation and | « In-depth consultations with the owners or HR Managers of businesses across the

Engagement Council area (N=35), comprising forum (N=14) and non-forum members (N=21) i.e.
the core research sample.

*  Online survey of businesses operating within the Council area (N=158).

* Business consultations (N=193) have been disaggregated by sector as follows:

- Manufacturing and Engineering (N=47)
- Construction (N=27)

- Food and Agri-food (N=10)

- IT(N=9)

- Retail (N=19)

- Hospitality (N=20)

- Other (N=61)

Please note, a detailed methodology relating to the Consultancy Team’s engagement with
businesses is included in Appendix II.

* In-depth consultations with:

- Sectoral Bodies (N=10), including Manufacturing NI, FSB NI, Business in the
Community, CBI, CITB, FMB, Food NI, Hospitality Ulster, Food and Drink
Sector Skills NI and NI Food & Drink Association.

- Government Departments (N=4), including DfE, Invest NI, Tourism NI and
NISRA.

- Enterprise Agencies (N=3), including Dungannon Enterprise Agency,
Cookstown Enterprise Centre and Workspace, Draperstown.

- Education providers (N=5) including QUB, UU, NRC, SWC and CAFRE.

- Local Training providers (N=2), including Network Personnel & Rutledge
Training and Recruitment.

*  Focus group (N=6) and in-depth consultations (N=4) with post-primary schools in the
Council area.
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2.2

A CHANGING CONTEXT

This section sets out the context within which the Action Plan has been developed (see Section 6) and
will be implemented, including some of the potential implications of the UK’s vote to leave the EU, as
well as other broader economic trends that have relevance.

The Importance of Skills

The Government's framework for raising productivity highlights skills as one of a handful of key
productivity drivers. Research undertaken by the Department for Business, Innovation and Skills (BIS)
indicates that around 20% of the UK’s productivity gap to France and Germany is attributable to low
skill levels. In addition, the Office for National Statistics (ONS) estimates that Germany, France and the
USA are each about a third more productive than the UK. Research has indicated that the gap could be
partially explained by the UK’s lower emphasis on technician and higher-level vocational education that
combines on and off-the-job training.

There are substantial skills shortages throughout the UK. In 2015, the Employer Skills Survey,
conducted by the UK Commission for Employment and Skills (UKCES), reported 209,000 vacancies
which were ‘hard to fill” due to applicants lacking requisite skills, and around 1.4 million employees
lacking some skills to be fully proficient in their current role. The most common technical skills gaps
among applicants included specialised skills, knowledge to perform the role and problem-solving skills.
The most common people and personal skills gaps included customer-handling skills and time
management.

Therefore, lifelong learning is a critical part of realising success in the Mid Ulster area as it will ensure
that: young people will be ‘work ready’; employees can develop their own talent and progress in work,
and the unemployed can either move closer to the labour market or gain employment.

However, it is important to bear in mind that activity in the Mid Ulster area does not and will not operate
as asilo; it is part of a wider skills system, in which national (UK) and Northern Ireland policy influences
the skills and training of both young people, the unemployed and those in work.

Accessing Talent — A UK and NI Picture

Accessing appropriate talent and skills is not just an issue for businesses in the Mid Ulster area. It is one
of the top three issues for ‘ScaleUp’ businesses throughout the UK'?, with 82% of scaleup leaders stating
that they would be able to grow their company more easily if applicants had the skills needed to meet
customer demand.

The ScaleUp survey found that business leaders consider the need to attract staff to join at entry-level
positions and therefore to develop talent at the school and graduate level (82%) to be more important
than being able to hire people from overseas who had scaled a company before (65%) or to attract large
company executives to join the company (56%). The greatest talent ‘pinch’ was felt among companies
with more than 20 employees but less than 250.

More specifically, the skills gaps that scaleups identify for their particular businesses are varied: business
skills (34%), management skills (30%), technical skills (29%) and social skills (28%). Notably, only 12%
of scaleups surveyed nominated finance skills as one of their top three gap areas.

More than 78% of scaleups reported apprenticeships to be beneficial in developing skills and talent in
the business. Notably, scaleup leaders indicated that more work could be done in improving the
availability and accessibility of these schemes as a viable career path for students. There was also a
desire expressed to ensure that intended levies on these do not impact their ease of use in scaling
businesses.

10ScaleUp Survey 2016.
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Scaleup leaders believe it is critically important for the UK to remain a country open to others and able
to easily recruit overseas talent. This is particularly salient given the current political and economic
climate following the UK’s vote to leave the EU.

The main concerns arising from scaleup business leaders centre around:

» Making it easier to hire the right people with the requisite talent and skills by having more flexible
and cost-effective recruitment processes;

* Maintaining the ability to attract and retain talent from abroad — ensuring that despite the Brexit
vote, it is easier to obtain overseas skilled labour; and

* Making sure that foreign students that are trained here have more ready access to job opportunities.

These views were strongly held by scaleup leaders regardless of sector or location.
At a local level, a sample of Northern Ireland businesses indicated that the key skills lacking amongst

applicants included a combination of technical and practical skills and people skills such as (ordered
from most to least commonly cited)'":

Technical and | =  Specialist skills needed for the role;

Practical »  Knowledge of how the organisation works;

Skills » Knowledge of the organisation's products and services;
* Solving complex problems;

*  Complex numerical skills;

e Basic numerical skills; and

* Adapting to new equipment.

People Skills | «  Ability to manage and prioritise own tasks;

*  Customer handling skills;

* Managing or motivating other staff;

e  Sales skills;

*  Team working;

*  Persuading or influencing others; and

*  Managing their own feelings or those of others.

A key development in England that has sought to address the access to talent issue has been the creation
of the Careers and Enterprise Company (CEC) in 2015, which focuses on the employability of students
and developing better linkage and alignment between local entrepreneurs and business leaders with
teachers and students. Similar focus is developing in other parts of the UK, for example, in Wales the
Agreement on Skills and Employability between the Higher Education Funding Council for Wales
(HEFCW), Universities Wales, CBI Wales and NUS (National Union of Students) Wales. The aim is to
increase the employment of graduates from Welsh universities through work placements and work
experience, employer approved courses and embedding employability skills across all higher education
curricula.

In Northern Ireland, the Northern Ireland Schools and Colleges Careers Association (NISCA) works to
enhance the quality of careers provision in schools and regional colleges, to promote dialogue with
employers and employers’ organisations, and to create a desire for life-long learning. Also, Careers
Service NI provides a careers information, advice and guidance service throughout Northern Ireland,
supporting young people (and their parents) and adults to make informed choices about their future
career paths. Part of this service is the Government’s ‘Connect to Success NI’, which is a free online
portal (for employers and prospective employees) that exclusively advertises apprenticeships and school
work experience opportunities.

The above challenges will only be met if businesses have the widest pool of talent to draw on. It means
businesses in the Mid Ulster area must continue to increase employee diversity to unlock the potential

UK Commission for Employment and Skills (UKCES) (2016) ‘Employer Skills Survey’.
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of the whole UK workforce. Businesses also need access to global talent to fill any skills gaps and to
help them compete overseas.

Apprenticeships

Successive governments have considered apprenticeships to be a key way of developing skills, and they
are therefore a crucial part of plans for growth and improved productivity. It is thought that, without
government intervention, employers would not invest an economically optimal amount in training,
including apprenticeships.

In Northern Ireland, an apprenticeship is a full-time paid job (a minimum of 21 contracted hours per
week), available to those aged 16 or over'?. It incorporates on and off the job training, usually on a day-
release basis with a training provider. Apprentices work towards achieving vocational qualifications and
essential skills qualifications (reading, writing, maths and computers), leading to a nationally recognised
certificate.

Some people become an apprentice by joining a new employer, whilst others begin an apprenticeship
with their existing employer. Apprenticeships take at least one year to complete and several years to
reach the highest levels. They are available at various levels, depending on the requirements of the job
and the apprentice’s existing qualifications. The table below explains these levels in more detail.

Apprenticeship levels'
Name Level Educational equivalent
Intermediate 2 Five GCSEs at grades A* to C
Advanced 3 Two A levels
Higher 4,5,6 and 7 Diplomas, certificates and degrees
of which: Degree 6 and 7 Bachelor’s or master’s degree

The world of work is continuing to change, and the government identified a need for higher level skills
in the Northern Ireland economy. Consequently, in 2015 Higher Level Apprenticeships (HLAs) were
launched (as a pilot) in partnership with local employers, further education colleges and universities.
HLAs provide an opportunity for individuals to gain a degree whilst still in work.

As well as providing economic benefits, the government expects apprenticeships to add value in other
ways, such as improving outcomes for young people and boosting workplace diversity.

From April 2017, employers with a pay bill of more than £3 million pay a levy to fund apprenticeships
(‘the apprenticeship levy’'*). The Levy is charged at a rate of 0.5% of an employer’s pay bill, whilst
each employer receives an allowance of £15,000 to offset against their Levy payment'®. At the same
time, steps have been made to make it easier for employers to choose and pay for the apprenticeship
training and assessment they want. Also, during April 2017, an independent and employer-led Institute
for Apprenticeships was created. Its role includes regulating the quality of apprenticeships.

Brexit

Following the UK’s vote to leave the EU in June 2016, the Mid Ulster area is at the beginning of a period
of significant uncertainty, during which businesses and households are likely to find it more difficult to
plan for the longer term. Brexit will impact businesses in the Mid Ulster area directly if restrictions are
placed on their ability to access EU27 Nationals as employees. The Government has, at

12 Terms and conditions apply if an individual is 25 years old and over e.g. there are only some apprenticeships
available in specific sectors.

13 Source: National Audit Office.

! Introduced by HM Revenue and Customs across the UK on 6™ April 2017.

13 There are a number of differences in the skills and training systems (and in turn the apprenticeship systems) operating
across Northern Ireland, England, Scotland and Wales.
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the time of writing, signalled its intention to take the UK out of the single market and the EU Customs
Union alongside establishing a new immigration system. What this means, right now, is that the legal
status of EU nationals and their ability to live and work in the UK is in doubt. Clearly, the outcomes of
future negotiations will be vital in determining the level of free movement that is afforded to EU27
Nationals in the UK and vice versa. This is important as workers from the EU fill vital roles in a variety
of sectors in the Mid Ulster area (such as manufacturing & engineering, hospitality and food & agri-
food), which are vital to the area’s economic growth and productivity. Overall, EU27 Nationals comprise
a large proportion of the total migrant population living in the Mid Ulster area.

Although it is hard to predict the shape of the eventual settlement, Brexit has the potential to present
particular challenges for the Mid Ulster area. These include:

Brexit - Potential Challenges

* Businesses may postpone investment and expenditure, which in turn will slow the growth in employment
and output. Local stakeholders have limited scope to reduce this uncertainty, but they can take steps to
reduce uncertainty in other areas such as skills training.

*  Unless the UK can secure access with limited tariffs or barriers to export markets in the EU and globally,
there will be consequences for many exporting businesses in the Mid Ulster area. Reduced access to the
EU Single Market is likely to affect many of the key sectors in the Mid Ulster area. If the UK leaves the
Customs Union, businesses of all sizes face new costs in reorganising supply chains and managing
movement across customs frontiers. A weaker sterling may increase the competitiveness of some sectors,
but at the same time it will raise costs for major importers and reduce purchasing power for consumers.

* The Government has sought to curb lower-skilled migration from outside the EU through changes to the
points-based visa system and the closure of several unskilled visa routes. EU migrants, particularly from
countries that acceded after 2004, therefore make up the bulk of incoming lower-skilled workers.
Depending upon the settlement on free movement of people, restrictions on migration are likely to hit many
of the largest businesses in the Mid Ulster area. Indeed, the withdrawal of mid and lower-skilled labour (in
particular) may exacerbate vacancy rates in the Mid Ulster area in lower-paid sectors such as hospitality,
food & agri-food and construction, given the relatively low overall rates of unemployment. Mid-skilled and
lower-skilled migrants fill a range of roles in the Mid Ulster labour market, including:

- Within cyclical sectors, where it is hard to generate and train a pipeline of local workers because the
number of jobs varies dramatically from peak to trough e.g. construction;

- Sectors where, in principle, enough Northern Ireland workers could be trained (e.g. food & agri-food),
but where in practice it appears difficult to match local supply with demand; and

- Lower-paid sectors, where local workers appear to be unwilling to undertake the roles e.g. hospitality.

Lower-skilled immigration may be the target of new restrictions following exit from the EU. Given this, a
challenge for the Mid Ulster area may be to train the low-income local population to fill roles previously
filled by migrants, while continuing to secure recruitment in those areas where immigration will remain a
key component of the labour force.

These challenges are not insurmountable. In this report, some ways in which Mid Ulster might seek to
overcome them and develop the resilience to capitalise on new opportunities are discussed.

Global Risks

The outlook for the global economy is uncertain. Across the world, the trend towards increased flows
of trade, money and people is looking less certain. The era of ‘easy growth’ fuelled by credit and
demographics is probably over, with global economic growth set to slow by almost half, from 3.6% to
2.1%, in the next 50 years'®. Recently, global trade growth has slowed, alongside a slowdown in leading
emerging market economies (such as Brazil, Russia, China and South Africa) and subdued demand
across the world. In developed economies, productivity growth has been decelerating for decades'”.

16 McKinsey Global Institute, Turbulence Ahead, 2016.
17 OECD, The Productivity-Inclusiveness Nexus, 2015.
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Alongside widespread opposition to free trade deals, such as the Trans-Pacific Partnership and
Transatlantic Trade and Investment Partnership, the World Trade Organization estimates that
protectionist trade measures among the G20 are multiplying at their fastest rate since 2008'®. National
governments are experimenting with alternative economic strategies in response to these challenges.

Strained by growing inequality, the historic global economic consensus is being tested, particularly
around migration and security. Global flows of people are facing new restrictions, as developed
economies seek to control the scale of immigration in response to the concerns of those left behind by
globalisation. In addition, forced migration from refugee crises across the world has altered these
patterns substantially. Further, the recent terrorist attacks in Great Britain and other European cities
mean that security risks remain front of mind.

The world will also see the continuing rise of disruptive innovation e.g. the further reach of the mobile
internet, the cloud and the internet of things and the growth of advanced robotics, hydraulic fracturing,
autonomous vehicles and 3D printing. Patterns of work will change dramatically too, with the rise of
flexible work enabled by ‘gig economy’! players such as Deliveroo. Economic growth driven by
innovation and technology is here to stay, and regions which are well equipped to adjust to new ways of
working will prosper more than others®.

Technological Changes/Advancements

The economy is changing. That is nothing new. New technologies replace the old, new occupations and
jobs are created and others disappear.

Historical perspectives provide some comfort in relation to technological progress (such as automation)
and its impact on society. Research®' suggests that, for example, automation has, over recent years,
increased productivity, which reduced average prices, making goods and services more affordable and
freeing up cash for other purchases, thereby promoting consumption. Demand has increased for these
products and individuals’ quality of life and average income subsequently increased due to automation.
Automation has been good for society in general, but at a micro level there are losers and government,
through policy and decision-making, need to consider the best options.

Research? has estimated that 35% of all jobs within the UK are highly susceptible to automation within
the next 10-15 years and that lower-paid jobs in industries that are often dependent on labour from
outside the UK are the most likely to be affected. There are also suggestions® that demand for jobs
becomes more ‘U-shaped’ with automation, for example:

* There is demand for lower skill occupations that cannot be automated e.g. service industries such as
barbers, beauticians etc.;

* Mid-level skills, such as machine operatives etc., are more easily automated and demand is relatively
lower;

* Highly skilled occupations that require strategy, thought leadership, conversational skills and
persuasion are not easily automated and demand is relatively higher.

Whilst jobs may be at risk due to technological progress (such as automation), others will be created,
potentially in occupations created by automation that do not yet exist.

18 World Trade Organization, Report on G20 trade measures, June 2016.
19 A labour market characterised by the prevalence of short-term contracts or freelance work as opposed to permanent

jobs.

2 McKinsey Global Institute, Disruptive technologies: Advances that will transform life, business, and the global
economy, May 2013.

2 Source: 2017 Knowledge Economy Report (Connect at Catalyst Inc., January 2018).

22 Deloitte and Reform (2017) ‘Citizens, Government and Business: The State of the State 2017-18”.

2 Source: 2017 Knowledge Economy Report (Connect at Catalyst Inc., January 2018).
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An inability to access skills has prompted some businesses to, wherever possible, consider investing in
automation. However, this option requires significant time and substantial capital expenditure. Given
the current uncertainty around Brexit, the business case for technology investment does not stack up for
many businesses. For example, it would seem irrational for an indigenous large business to invest more
in automation in a local plant when potentially hefty tariffs may be imposed on their EU exports and, in
addition, their domestic sales may not compete against products from low wage economies, where
production standards are lower. Decisions to invest in automation, therefore, involve much more than
mere feasibility.

In many services sectors, the opportunity to substitute labour with technology is simply not possible.
For example, there are limitations involving low-skilled jobs such as waiting or cleaning hotel rooms in
the hospitality and tourism sectors. Also, “‘unpredictable environments’ in areas such as construction
sites, medical care, hospitality, farming etc. make automation very difficult®*.

Planning for the future is key. It looks like society is on the cusp of another technological disruption,
where big data, blockchain, artificial intelligence etc. change how individuals live their lives. The world
is changing, and the Mid Ulster area has no control over the pace of change. This report considers how
stakeholders in the Mid Ulster area need to think, act and educate now for the economy of the future.

Inward Investment Prospects

Northern Ireland’s attractiveness to Foreign Direct Investment (FDI) is strongly linked to continued
access to inward flows of migrant workers. The talent pool in any economy is always cited as one of the
guiding factors on investment location decisions. Given Northern Ireland’s acute shortage of skills at all
levels, it is likely that foreign direct investors may prioritise other economies (e.g. the Republic of
Ireland), where the governments are committed to improving the value proposition for foreign
investors®.

Furthermore, inward investment prospects are, like many other things, dependent on any agreements
reached as part of the Brexit negotiations. For example, FDI companies with a base in Northern Ireland
have reported that if they wish to invest more (in, for example, technology, automation etc.), they must
compete for investment funding against their sister operations around the world. This means that for
foreign-owned plants in Northern Ireland, their ability to attract funding for further investment has ‘dried
up’, as global owners are reluctant to invest any more into their Northern Ireland operations until the
Brexit outcome is established.

Trends in Skills Activity
This section summarises key aspects and trends in the skills ecosystem:

e  Whilst the UK has been found to compare well on the provision of higher-level qualifications, its
performance on most other indicators of qualifications or skills has been found to be “either poor
or mediocre”™,

= Many of the biggest challenges lie in the workplace itself. The majority of people who will be
working in 2030 are already in the workforce and will be untouched by the current round of
educational reforms. However, UK employers spend less on training than other major EU economies
and less than the EU average.

*  Whilst Northern Ireland’s skills levels have been improving, other countries are moving ahead even
faster. For example, the Northern Ireland skills profile remains behind many OECD?” and European
Union countries, particularly in terms of the high proportions of individuals in Northern Ireland with

24 Source: McKinsey (2016).

25 CBI Northern Ireland ‘Response to Migration Advisory Committee’s Call For Evidence’.

26 From ‘inadequate to ‘outstanding’: making the UK’’s skills system world class (CIPD, April 2017).
27 Organisation for Economic Co-operation and Development.
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low or no qualifications. Improving the skills and employability of those who face the greatest
barriers to accessing the labour market remains a priority so that all can share in the benefits of
growth?®. The task is to:

- Equip all people with the education and skills that will allow them to achieve their full potential;

- Ensure that Northern Ireland has a skills pipeline that meets, and responds in an agile way to,
the changing demands of business and the economy; and

- Support those who need help to access the skills that will help them compete for employment
opportunities.

The Northern Ireland Skills Barometer? is considered to be a valuable tool to help understand the
Northern Ireland skills landscape and to identify growth sectors, skills shortages and future skills
needs. This and other research points to the importance of developing Northern Ireland’s skills base
and the employability of its people and, in particular, the importance of skills in Science,
Technology, Engineering and Mathematics (STEM).

The Department of Education (DE) and DfE work closely together on cross-cutting issues related to
the education and training provision for 14 to 19-year olds. They share a common focus on young
people having access to the right courses; on quality teaching and learning; on careers provision; on
helping young people avoid being part of the not in employment, education or training (NEETS)
statistics and STEM. Both Departments are determined to enhance the contribution of schools,
further education, higher education and training to the development of the local economy.

Sector Specific Considerations®
Manufacturing and Engineering

Across Northern Ireland, the manufacturing and engineering sector has been in long-term decline as the
service sector has grown. However, in the Mid Ulster area, it still accounts for 21% (10,740 employee
jobs) of employment and is highly productive, representing 17% of Northern Ireland’s manufacturing
GVA (in 2015). The sector is of profound importance to the area’s economy — especially in key
specialisms such as the manufacture of mining and quarrying machinery, production of general and
special purpose machinery etc., which have linkages and supply chain associations with the construction
and food & agri-food sectors. For instance, 40% of world’s mobile crushing and screening equipment is
made in the Mid Ulster area.

Key challenges and priorities facing the sector across Northern Ireland include:

In terms of the skills profile, the sector relies on a strong foundation in the basic numeracy and literacy,
management and STEM skills. However, the sector also needs more high-level and technical skills e.g.
interpersonal/communication skills, problem-solving and commercial acumen etc.

The increasing use of design packages and bespoke software in the manufacturing process is also requiring
greater ‘IT literacy’ and skills in utilising specific computer-aided design (CAD)/computer-aided
manufacturing (CAM) and computer numerical control (CNC) machining software. ‘Smart factories’ of
the future will require workers with the relevant production and IT ‘know-how’. The general shift to shorter,
more tailored production runs, driven by both customer demand and the availability of more flexible
production technology, is also increasing demand for design skills.

Within the manufacturing and engineering sector as a whole, there is a marked difference between the
Advanced Manufacturing, Materials and Engineering (AMME) subsector and other subsectors, particularly
in the distribution of skills levels amongst the workforce.

In the absence of disruptive innovations and exogenous shocks, it appears that the manufacturing and
engineering sector might continue to provide employment opportunities across all skill levels, although the
AMME subsector is likely to have a growing need at skill level 4+3!. The skills system, therefore, needs to
serve this plurality of skills needs.

28 ‘Economy 2030’: Industrial Strategy for Northern Ireland (DfE, January 2017).
2 Ulster University Economic Policy Centre (UUEPC) and DfE (June 2017).
30 Where appropriate, this section draws upon the key findings, and definitions for each sector, as set out in Appendices

T and II.

31 Please see Appendix III for the Qualifications Framework.
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Yet once more, management and leadership skills will be critical to helping ‘the makers’ flourish —
especially against the background of innovation, digitalisation and technological change/advancement.
As international competition intensifies, so does the pressure on local businesses to perform and to
innovate.

Food & Agri-Food

The production and processing of food plays a critical role in the Northern Ireland and Mid Ulster area
economies. The sector creates 2.2% of Northern Ireland’s GVA* and accounts for 3,379 employee jobs
(7% of employment) in the Mid Ulster area. The sector also makes a significant contribution to jobs and
wealth creation throughout the local economy through its purchase of goods and services such as
transport, packaging and engineering. Businesses range from small-scale family-owned and locally
focused businesses, to larger firms serving the domestic, national and international retail and foodservice
markets and seeking to expand further internationally.

Despite the above, there is a recognised shortage of appropriate skills within Northern Ireland to serve
the food & agri-food sector, with the future success of the sector requiring greater investment in

innovation and skills.

Key challenges and priorities facing the sector across Northern Ireland include:

* A poor perception of the industry, lack of understanding of agriculture and food production, lack of
awareness of the career options, and difficulty in recruiting graduates, particularly those with scientific and
technical skills. The sector must become an attractive career option - from semi-skilled to technical to
business management, with opportunities for graduate talent.

* Management and leadership training must be enhanced, and industry must increase their uptake of the
support on offer.

e There is a need for business skills in the industry, both at primary and processing levels - cost analysis,
commercial viability, and application of technical skills.

e A lack of marketing skills and failure to appreciate the need to meet or exceed customer expectations,
throughout the supply chain.

* The need to better harness the fresh talent at FE Colleges, universities and CAFRE, through apprenticeships
opportunities, both on-farm, in the factory and in skilled occupations such as the bakery sector.

» Like many other industries, the sector also faces the challenges of dealing with rising energy and other
input costs, securing affordable finance from lenders, upskilling its workforce and competing on price and
quality of products and produce.

* Introducing food into the education curriculum at pre-school, primary and secondary level was recently
suggested by the Agri-food Strategy Board>? to be an approach that could enhance the understanding of
agriculture and food. It also suggested examining the scope for development of primary and secondary
level curriculum-based training in agriculture and food to GCSE exam level.

The Northern Ireland Government has prioritised the food & agri-food industry for development, and
with its support, the sector can capitalise on the clear opportunities available and overcome the barriers
to growth.

Construction

The construction sector is a major component of the economy in the Mid Ulster area economy, with a
workforce of over 4,425, many of whom are working outside of the area. There are around 1,340
construction businesses, with the overwhelming majority being micro-sized companies with less than
10 employees.

32Source: ‘Agri-Food Horizon Panel Report” (MATRIX, 2008).
33 ‘Going for Growth: A Strategic Action Plan in Support of the Northern Ireland Food Industry’ (Agri-Food Strategy
Board, 2013).
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Key challenges and priorities facing the sector across Northern Ireland include:

A steady supply of talent - The image of the construction sector has long been a barrier to attracting young
people, many of whom associate the industry with insecurity, difficult working conditions and low pay.
The pool of people employed in the industry younger than 25 years old has shrunk significantly over the
past decade. The sector is stereotyped as being male and working class. However, the construction sector
offers a wide variety of roles in trades and professions and clear progression paths. Nonetheless, this is
rarely showcased and there is not a coordinated approach to debunking misperceptions or promoting the
positive aspects of working in the sector.

Boom and Bust: More so than in most other sectors, the construction sector has historically endured a boom
and bust cycle that many in the industry accept as an intractable issue. This cyclical nature means that
companies may adopt short-term horizons that makes investing in people a difficult choice. It is likely that
no single solution is likely to solve this problem but nonetheless actions should be identified and
implemented with the intention of mitigating the negative effects of boom and bust.

Migration: Migration is a further area of concern for the sector, especially given the uncertainty associated
with the Brexit negotiations.

Improving Training Provision: The provision of training needs to be of the quantity, quality and type to
match any forecasted need for skills in the sector. This includes the training made available to the current
workforce, as well as the training of new entrants for the sector. Barriers to achieving this include the
capacity and resources of businesses (the majority of which are small or micro businesses) to upskill their
workforce, the ability of training providers to recruit teachers and lecturers of a high quality and the
matching of training to the ever-changing needs of the sector resulting from such factors as the introduction
of new methods and technology. In order to help mitigate the effects of the cyclical nature of the industry,
the provision of training that looks to provide a workforce with the skillset and flexibility to move between
sectors is also desirable.

Business models: The sector’s existing business models, low margins and fragmented supply chains do not
encourage firms to invest and innovate. There are opportunities to unlock the industry’s technical
knowledge and vision to help deliver the solutions needed while collaborating with key actors in the sector
such as the government’s Construction Leadership Council.

The skills system needs to support the construction sector through developing skills across the different
levels, working closely with employers to ensure mismatches are minimised and that training content
matches need. Once more, this activity needs to be shaped by the understanding that advanced technical
skills at higher levels (level 4+) are likely to increasingly shape the construction industry.

Retail

The retail sector comprises the largest sector of the private economy in Northern Ireland. It is not
surprising, therefore, that retail is identified as an important factor contributing to local economies.
However, the sector is polarised with a concentration of large multiple retailers at one extreme and, at

the other, a large majority of small businesses.

Key challenges and priorities facing the sector across Northern Ireland include:

Employers face considerable challenges in that, retail employs the highest proportion of part-time workers,
suffers a higher than average staff turnover, and has a poor image as a career destination, particularly for
well-qualified employees. Indeed, retailing has traditionally been ‘trapped in a low skills, low pay
equilibrium’**,

While independent retailers greatly outnumber the multiples, they are economically weak in comparison
with the efficiency and productivity generated by the large corporate chains. As a result, the independent
sector has steadily declined in contrast with the rising dominance of a few large multiples, particularly in
sectors such as food. An associated impact is a decline in specialist skills, profitability and increased costs
for independents due to this greater competition.

Furthermore, developing technology has driven efficiency within retail operations; within stores, supply
chains and in more recent sales channels such as the Internet. This has been mainly exploited by the larger
multiples, as smaller independents often lack the resources, economies of scale and the skills to keep up
with new technology.

34 Skillsmart Retail, 2004.
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For the retail industry, replacement demand i.e. the labour required to replace those leaving the industry is
typically much higher than the labour required to meet expansion. However, the need to match labour with
daily and weekly trading peaks in retail has encouraged a more flexible, efficient staffing approach using
part-time employment. Not surprisingly, part-time work typically attracts a greater proportion of ‘returners’
to the retail workforce and therefore a higher ratio of female: male employees.

Sales and customer services underpin the retail sector and not surprisingly these occupations account for
the majority of employment within retail. While management occupations comprise the second largest
occupational group in retail, it is a much smaller proportion of the workforce than in other sectors.
Undoubtedly, this occupational structure affects the qualification/skills profile and quality of entrants into
the retail sector. The nature of retail sales occupations has traditionally demanded low-level skills. As a
result, retail employs a relatively high proportion of workers with lower than average levels of qualification
attainment. A key implication of low skills is lower pay, which in turn can greatly influence the attraction,
recruitment and labour turnover in retail.

New technology requires workers to have up-to-date IT skills, which can be a challenge for older workers
who are less likely to have good IT skills than younger workers.

The retail industry in Northern Ireland needs to raise and enhance the image of the sector, to identify the
skills sets for specific roles, and to clarify the retail qualifications and training required for delivering these.
This means presenting retail as an attractive and promising career to those who may be overlooking it in
favour of other options. To continue to attract younger workers, the opportunity to use and develop
technology-based skills and knowledge within a retail career should be promoted. The range of potential
career options at higher levels and in management roles should also be promoted to undergraduates and
graduates through universities and careers intermediaries.

The Northern Ireland IT sector comprises over 1,300 businesses and has a strength in its software
engineering expertise, along with clusters in mobile telecoms, financial software, information
management, cyber security and connected health. The sector employs around 15,000 people, the
majority (75%+) of which are employed in computer programming and consultancy. The median
earnings for IT specialists in Northern Ireland is well above the region’s average salary, whilst IT
companies typically pay better than average wages.

However, in the Mid Ulster area, the sector accounts for less than 1% (233 employee jobs) of
employment, who are employed by 62 businesses (representing 1% of the business base within the

Council area).

Key challenges and priorities facing the sector across Northern Ireland include:

The pace of digital change makes predicting the future difficult, but there are a number of trends that are
driving innovation and development in the Northern Ireland IT sector. For example, as the capabilities of
computers expand beyond routine work, tasks that were once considered too complex for automation will
be converted into well-defined problems capable of digital solutions. Exponential growth in computing
power, combined with a dramatic reduction in cost, has seen computer technologies transform the
workplace, displacing labour from some jobs but also creating new types of work that call for different
skills. Jobs and skillsets that barely existed five years ago, such as iOS/Android developer, data scientist,
cloud services specialist, big data architect, will experience an increase in demand by businesses.

There are specific challenges to growing the IT sector in Northern Ireland, including, infer alia, the supply
of skilled, committed and passionate talent. Leading countries have a strong focus on education and
training, drawing on a tech-savvy workforce with exemplary project management and system integration
strengths. However, while Northern Ireland has a particular strength in the calibre of its software engineers,
it has a weakness in the quantity of talent that is available to support the growth of the ICT sector.

An undersupply in STEM-related subjects is a consistent finding across skills research for many years now.
There are a number of reasons for this finding, not least because sectors such as IT have significant growth
potential and the skills are in demand across a wide range of sectors and occupations. However, a further
reason could be that ICT is amongst a relatively small number of occupations that require a qualification
in a relevant subject discipline. This places greater significance on the volume of qualifications being
achieved in these subjects on an annual basis relative to other subject areas.

Furthermore, the continuing decline in females entering the IT profession is a real threat for Northern
Ireland (as it is throughout the UK) and an issue that needs to be addressed. Doubtless the continued poor

MID ULSTER SKILLS REPORT & ACTION PLAN

Page 15



Combhairle Ceantair

Hiatie: Cogent

District Council
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representation of women within the IT workforce is an inevitable waste of valuable potential resource and,
as such, is an issue which warrants further examination by the government.

Talent production needs to accelerate past addressing the current shortfall to drive growth, rather than
maintain the status quo. In addition, a digitally talented and capable workforce will drive the whole
economy, not just the IT sector. The attraction of talent from outside of Northern Ireland offers a major
opportunity to address the talent gap and introduce a diversity of talent and skills that other regions thrive
on to progress.

Hospitality

While the hospitality sector in Northern Ireland faces a range of unique challenges (e.g. uncertainty
associated with Brexit and the recent introduction of the National Living Wage), encouragingly, the
trajectory of growth remains upwards. Across Northern Ireland, the hospitality sector is, at the time of
writing, enjoying the benefit of a more competitive exchange rate, along with a significant increase in
investment in the hotels sector. In the Mid Ulster area, the sector accounts for 6% (2,968 employee jobs)
of employment, with the food and drink component of the sector (pubs, restaurants etc.) being a key
contributor.

Key challenges and priorities facing the sector across Northern Ireland include:

The sector also has a prominent role in the local economy, supporting tourism, attracting investment and
contributing to overall quality of life. It has a strong part-time working representation in its labour force
(on average, nearly two-thirds of all jobs within hospitality are part-time) — offering flexible working and
opportunities for youth employment and employment for those attempting to re-engage with the labour
market.

The biggest challenges facing businesses in the sector are the supply and retention of talent across all levels
of their business, along with the high reliance on EU nationals, who represent between 12% to 24% of the
current workforce. The sector already struggles to recruit, with particular challenges in recruiting chefs,
other kitchen staff, housekeeping and front of house staff, which are among the roles with the highest
proportion of EU migrant workers.

Consequently, the sector is likely to be more significantly impacted by any change in the availability of EU
labour than other sectors which rely less heavily on EU nationals. The hospitality sector is also associated
with high levels of staff turnover - each year it loses and has to recruit a large number of people relative to
its total employment.

It is estimated that the high levels of staff turnover, coupled with projected employment growth in the
sector, will generate a significant labour market requirement for workers from outside the sector. This
figure will increase over time as the total employment in the sector grows. This recruitment need is currently
filled with a combination of:

- UK workers previously unemployed or inactive;
- UK workers moving from other sectors;

- EU nationals; and

- Rest of the world nationals.

However, assuming the continuation of current levels of recruitment from UK and rest of world migrant
workforce, restrictions to new EU migrants entering the UK for work in the sector will likely generate a
recruitment gap, which will have a cumulative impact on the UK hospitality sector over time.

The hospitality sector faces challenges in recruiting enough workers, particularly in specific roles. Key
reasons for this include:

- A lack of willingness by job seekers to work in the sector due to: careers not being seen as viable in
the long-term - roles are often seen as short-term and temporary and primarily aimed at young
people/students; roles are perceived to be low-paid and high-effort; seasonal work and shift patterns in
the industry are not desired by UK workers; and a lack of knowledge about career progression and
opportunities within the hospitality industry.

- Alack of necessary skills - chefs and front of house staff are the two most frequently cited hard-to-fill
roles in the sector.

- Overall labour market conditions in the context of low unemployment.
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3.1

3.2

MID ULSTER’S PLATFORM FOR GROWTH

This section sets out the Consultancy Team’s understanding of the economy of the Mid Ulster area and
in particular, its position relating to skills availability, and its performance in comparison to the rest of
Northern Ireland.

It draws together a wide range of data (demographic, economic, supply and demand of skills) and the
findings from the primary research in order to paint a detailed picture of the labour market and skills
need in the Mid Ulster area. Please note, detailed findings are included in Appendices I and II.

Mid Ulster’s Economic Performance

Located in the heart of Northern Ireland, the Mid Ulster area has been at the forefront of industrial and
entrepreneurial development. The reputation of the area in the fields of manufacturing, engineering and
food sectors is well known, and where other regions have seen manufacturing decline, the area has
worked hard to retain and attract such industries into the area and has been successful in this endeavour.

The economic performance of the Mid Ulster area has been driven by a set of complementary strengths,
which, in combination, delineate its unique position in Northern Ireland economy. Given the preceding
analysis of the changing context - and in particular, the vote to leave the EU - the Consultancy Team is
of the view that the need for each of these strengths has the potential to become more, not less, significant
in the future. Therefore, the skills priorities that have been set out for the area begin with sustaining and
developing these platforms for growth:

»  Mid Ulster (incorporating the former council areas of Cookstown, Dungannon and South Tyrone and
Magherafelt) possesses the second largest business base outside of Belfast’”.

s Strategically located, the Mid Ulster area has a widely acknowledged strong, diverse and dynamic business
base, together with an educated and entrepreneurial workforce.

e It has the 2" lowest claimant count in the region at 1.3%°.

e The Gross Value Added (GVA) is £2.075 billon, the 4" highest in the region in 2014, producing 7.3% of
the region’s total economic output.

e The area population of 145,000 is the fastest growing new Council area.

e Total workforce - 91,711 of working age (aged 16-64).

* 700,000 people within a one-hour commute of the district boundaries.

» Circa 11,000 people employed in circa 600 manufacturing & engineering businesses in Mid Ulster area.

*  40% of world’s mobile crushing and screening equipment is made in the Mid Ulster area.

Business Start-Up v Business Scale-Up

It should be noted that while regions with strong entrepreneurial foundations grow faster, they do so not
through continual replication of small businesses but rather through retaining employment growth in
those establishments that ultimately become large®’. Therefore, the Mid Ulster area needs to be an
attractive place not only to start new businesses up but also to scale them up. This is reflected in the
recent Scale-Up Report on UK Economic Growth, an independent report to the government?®.

Scale-up companies, such as those present in the Mid Ulster area, can be major contributors to local
economies, especially with regards to acting as role models and inspiring others. Scale-up companies
can have a particularly dynamic effect on local ecosystems when they are clustered together, buying
goods and services from each other, attracting and developing talented people and building networks
with the local ecosystem.

35 Circa 8,245 businesses, which represents 12% (N=70,060) of the regional total.

3NISRA (2017) “Northern Ireland Labour Market Report March 2017°.

37 See, for example, Glaeser, Kerr & Kerr, Entrepreneurship and urban growth; An Empirical Assessment with Historical
Mines, NBER Working Paper No. 18333, August 2012.

38 Coutu, Sherry, The Scale-Up Report on UK Economic Growth, November 2014,
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However, scale-ups businesses report problems accessing talent and recruiting people with appropriate
skills, with skills shortages being cited as the most significant issue.

The Mid Ulster area needs sufficient numbers of people who have the right skills. This requires action
by both business and government. There are some short-term ‘fixes’ required and some long-term
‘fixes’, which fall primarily to the government to address. For example, young people should be made
aware of the skills they need for the jobs that will be available to them when they are finished with full-
time formal education, whilst career opportunities should be promoted to those who are employed and
unemployed (including this categorised as students).

3.3 Mid Ulster’s Business and Employee Profile
There are circa 8,245 VAT and/or PAYE registered businesses within the Mid Ulster area. These

businesses represented 12% the total number of registered businesses within Northern Ireland and the
area has the second largest business base outside of the Belfast Metropolitan area.

»  Four-fifths (80%) of the businesses within the Mid Ulster area are operating within the six identified priority
sectors.

e The Mid Ulster area has a relatively high concentration of Food & Agri-Food businesses (38%) compared
to Northern Ireland as a whole (26%).

e The area also has higher proportions of Construction (16% versus 13%) and Manufacturing &

(7% versus 6%) businesses when compared to Northern Ireland as a whole.

» The manufacturing & engineering sector within the Mid Ulster area has strong specialisms in the production
of general and special purpose machinery, along with the manufacture of products which directly supply
the construction and agricultural sectors. It was also noted that the manufacture and wholesale of produce,
which falls within the broader Food & Agri-Food sector, are concentrated in the Council area.

» Itwas also suggested that, in addition to the portfolio of companies in the quarrying and construction sectors
(including those companies specialising in the manufacture of mining and quarrying machinery), food
manufacture and the agri-food business is also well represented in the area.

* Employment specialisms within the Council area are strongly associated with the most prominent
employing sectors in the economy, namely supplying bespoke machinery for the manufacturing and
construction sectors.

The Consultancy Team’s primary research with businesses indicates that most of the businesses are
headquartered in the Mid Ulster area, which is broadly reflective of the area’s largely indigenous
business base (with a small cohort of FDI businesses).

Whilst there is a proportionately lower rate of business start-ups within the Mid Ulster area®, those
businesses which do start-up tend to be more sustainable, resulting in a lower business death rate than
in most other Northern Ireland LGDs.

Over the period 2012/13 to 2016/17, there was a range of activity in the Mid Ulster area that was
supported by Invest NI. For example:

* 798 unique businesses within the Mid Ulster area received 3,061 offers of support from Invest NI,
including 780 (98%) businesses that were locally owned.

e The value of the support provided by Invest NI (£68.31m) contributed towards leveraging further
investments totalling £362.56m, including £46.78m from externally-owned businesses into the Mid
Ulster area.

As of 2016, the total employee jobs within the Mid Ulster area equated to 52,372, which represented
7% of the total employee jobs in Northern Ireland. The area is, vis-a-vis the Northern Ireland average,
less dependent on the public sector for its employee jobs.

39 The “birth rate’ (i.e. the number of business births as a proportion of the total number of active enterprises) in the area
was 9.3%, which was lower than the overall business birth rate of 10.2% for Northern Ireland.
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In 2015, nearly two-thirds (63%) of the employee jobs in the Mid Ulster area were in the six identified

priority sectors, as illustrated below:

Employee Jobs (2015) by Sector and Gender™
Sector Mid Ulster area
Male Female Total
No. | % No. | % No. | %
Priority Sectors
Manufacturing & Engineering 8,869 83% 1,871 17% 10,740 21%
Retail 4,675 47% 5,260 53% 9,935 20%
Construction 3,826 86% 599 14% 4,425 9%
Food & | Agriculture 4] 79% 11 21% 52 <1%
Agri- Food Manufacturing 2,324 70% 1,002 30% 3,326 7%
Food Subtotal 2,365 70% 1,013 30% 3,379 7%
Hospitality 1,138 38% 1,830 62% 2,968 6%
IT 150 64% 83 36% 233 <1%
Subtotal Priority Sectors 21,024 66% 10,656 34% 31,680 63%
‘Other’ Sectors 6,070 33% 12,406 67% 18,476 37%
Total Employee Jobs 27,094 54% 23,062 46% 50,156 100%

Key points to note include:

Nearly two-thirds (63%) of the employee jobs in the Mid Ulster area were in the six identified
priority sectors. The area has, vis-a-vis the Northern Ireland average (43%), a higher dependence on
these priority sectors for its employee jobs.

The dependence on these sectors is particularly pronounced within the manufacturing & engineering
and retail sectors, whereby over a fifth (21% & 20% respectively) of the employee jobs in the
Council area are within these sectors (compared to 9% and 17% respectively of all employee jobs
at a Northern Ireland level).

The Mid Ulster area is, vis-a-vis the Northern Ireland average (of 8% and 2% respectively), less
dependent on the hospitality (6% of jobs) and IT (less than 1%) sectors for its employee jobs.

Two-thirds (66%) of employee jobs within the six priority sectors are held by males. The gender
imbalance is more pronounced in some sectors than others. For example, less than a third (<33%)
of the employee jobs in the construction, manufacturing & engineering and food & agri-food sectors
are held by females. The clear gender imbalance perhaps points to some potential solutions to
address some of the skills issues faced by businesses in the area.

Full-time workers in the Mid Ulster area also earn nearly a fifth (16%) less per week than an
equivalent worker elsewhere in Northern Ireland.

34

Mid Ulster District Council is, in population terms, the sixth largest local government district (LGD) in
Northern Ireland. In recent years, the Mid Ulster area has demonstrated the fastest population growth of
the 11 LGDs, which has largely been driven by strong natural increases (i.e. number of births well in
excess of number of deaths) and consistent net inflows of migration. However, the uncertainty associated
with Brexit is likely to impact on future levels of net inward migration into the area. In contrast to the
net inward migration experienced over the last decade, there is projected to be consistent net out-

Availability of Skilled Labour (at Present and in Future)

migration between 2015 and 2020 based on a subdued labour market.

40Source: NISRA Business Register and Employment Survey (BRES) 2015. Please note, the sample sizes in the 2016
BRES were too small to enable sectoral analysis. Further details are included in Appendix II.
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There is a greater proportion of children (aged 0-15 years old) within the Mid Ulster area (23.1%) than
the average for Northern Ireland (20.9%). This relatively larger share of people aged below 16 years old
provides some indication that the area may potentially have a larger supply of future labour to draw on.

The performance of the labour market in the Mid Ulster area has, relative to Northern Ireland averages,
been historically strong. For example:

* Greater proportions of the working age population within the Mid Ulster area are, in comparison to
Northern Ireland averages, economically active (76.0% versus 74.0%) and in employment*' (72.9% versus
69.3%). This provides some indication that the labour market in the Mid Ulster area is, to a greater extent
than the Northern Ireland average, operating more efficiently with minimal excess supply.

e As per the latest Labour Force Survey (LFS)*, just 3.1% of the working age population is unemployed
versus 4.7% across Northern Ireland.

e As of early 2017, there was a marked difference between employment levels amongst males and females
in the Mid Ulster area. For example, over four-fifths (82.4%) of males of working age were in employment,
compared to just two-thirds (59.9%) of females. This provides some indication that there is potential to
support more females to move from economic inactivity and unemployment into employment within the
Council area.

e Nearly a quarter (24%) of the working age population in the Mid Ulster area is categorised as being
economically inactive. As is the case throughout the UK as a whole, there will always be individuals within
labour market classified as economically inactive at a given point in time (e.g. students, early retirees etc.).
Notwithstanding this, the proportion of the working age population in the Mid Ulster area that is classified
as economically inactive (24.0%) remains higher than the UK average rate of 21.5%. There is, therefore,
the potential for a proportion of those who are not seeking a job and/or indicate that they do not
want a job to be encouraged to move into the active labour market*.

* Claimant count data provides details on the number of people claiming Jobseeker’s Allowance (JSA)
benefits from Jobs and Benefits offices. As of November 2017, the Jobs and Benefits Offices within the
Mid Ulster area recorded that there were 1,310 claimants of JSA benefits. This equates to circa 1.5% of the
working age (16-64) population (89,000) in the Mid Ulster area, which is over one percentage point lower
than the Northern Ireland average.

e The short-term claimants (of which there were just 1,010 in the Mid Ulster area) represent the more likely
pool of candidates to fill existing and arising employment vacancies than the long-term claimants.

Discussion with NISRA indicates that the number of vacancies that are notified and added in Department
for Communities (DfC) job centres/jobs and benefits offices is one measure of estimating the demand
for labour in a given area**.

Analysis of data relating to employment vacancies indicates that, in the 2016/17 fiscal year, there were
4,743 vacancies notified and added in job centres/jobs and benefits throughout the Mid Ulster area. This
equates to a 32% uplift in the number of notified employment vacancies when compared to the previous
year. Of note:

* Over a fifth (21%) of the notified vacancies were for Elementary Occupations, whilst a similar
proportion (18%) were for ‘Skilled Trades’. A further 13% were for ‘Process, Plant and Machine
Operatives’.

“' Those (aged over 16 years old) who undertook some paid work in the reference week of the survey (either as an
employee or self-employed); those participating in government training and employment programmes; and those doing
unpaid family work.

42 Further details are included in Appendix I.

43 For example, the Northern Ireland Economic Inactivity Strategy (further details of which are included in Appendix I)
focuses on the forms of economic inactivity which are caused when an individual’s particular personal circumstances,
often combined with various structural issues, geographical nuances and economic conditions, restrict their access to the
labour market.

“ However, according to NISRA, this only represents a minimum position, as it does not represent the total ‘unmet
demand’ for staff by employers in Northern Ireland (i.e. it is solely those vacant positions that employers notify to
DfC).
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* Nearly a fifth (18%) of the notified vacancies were in the ‘Other Service Activities’ sector, whilst
similar proportions were in the ‘Wholesale and Retail’ and ‘Manufacturing’ sectors (17% and 15%
respectively). A further 10% were in the ‘construction’ sector.

Based on the preceding analysis (and that included in Appendix I), the Consultancy Team has estimated
that there is, at the time of writing, a deficit of available skilled labour within the Mid Ulster area.
This is depicted in the diagram below:

Figure 3.1: Estimated Labour Deficit in the Mid Ulster area

Labour Demand [ | Available Labour Supply = Labour Deficit

Measure 1: Labour
Force Survey
(LFS) =

Measure 1: Labour
Force Survey
(LFS) =

2,759 1,984

Reported no. of
notified vacancies
(DfC Jobs and
Benefits Offices in
MUDC area

Measure 2:
Claimant Count
(Scenario 1 — All

JSA Claimants) =

Measure 2:
Claimant Count
(Scenario 1 — All

2016/17) = JSA Claimants) =

4,743 1,305 3,439

Measure 2:
Claimant Count
(Scenario 2 —
Short-term JSA
claimants only) =

Measure 2:
Claimant Count
(Scenario 2 —
Short-term JSA
claimants only) =

1,010 3,733

Key points to note include:

» Depending on which measure is used (i.e. the LFS or claimant count data), it is estimated that the
pool of available labour within the Mid Ulster area ranges from 1,010 to 2,759 individuals.

= However, given that there are, as a minimum, 4,743 job vacancies to be filled, there is a resultant
deficit of available labour within the Mid Ulster area, estimated to range from 1,984 (if theLFS
measure of unemployed is adopted) to 3,733 (if only short-term claimants of JSA are considered)
individuals.

* Given that the measure of labour demand is solely those vacant positions that employers notify to
DfC*, there is potential that the actual ‘unmet demand’ for labour within the Mid Ulster area is in
excess of 4,743 stated above. Such a scenario would exacerbate this calculated labour deficit.

* Conserve to the above point, as previously stated there is potential for a proportion of those who are
classified as economically inactive to be encouraged to move into the active labour market. Such a
scenario would potentially increase the labour supply in the Mid Ulster area and contribute towards
reducing the labour deficit.

» The key finding seems to be that emplovers within the Mid Ulster area are likely to be

experiencing issues accessing prospective employees, given this deficit in the local labour market.
Therefore, in the absence of significant net inflows of human resources into the area, any

45 According to NISRA, it does not represent the total ‘unmet demand’ for staff by employers in Northern Ireland.
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initiatives/interventions taken forward as part of this Skills Strategy and Action Plan should, in the
first instance, seek to attract external talent and residents to the Mid Ulster area.

3.5 Education and Skills (at Present and in Future)

When seeking to improve employability and productivity within the workforce, it is important to
develop skills at all levels. Improving the skill sets of those with no formal qualifications enhances
employability prospects, whilst also addressing associated issues such as poverty and social exclusion.

As of March 2017, the proportion of the working age population in the Mid Ulster area with:

* No qualifications (16.3%) was marginally higher than the average rate across Northern Ireland
(16.0%); and

* Qualifications of National Vocational Qualifications (NVQ) level 4 or above was 30.2%, which was
marginally lower than the Northern Ireland average (32.5%).

Interestingly, despite the below average performance at both ends of the education spectrum, recent
education publications (2015/16)*” have shown that school leavers within the Mid Ulster area are
performing at a level above the Northern Ireland average attainment. For example:

» Atthe GCSE qualification level, 85.4% of school leavers in the Mid Ulster area (N=1,882) attained
at least 5 GCSE grades A* to C, compared with a rate of 81.7% across Northern Ireland as a whole.

* In addition, 58.4% of school leavers in the Mid Ulster area achieved at least 2 A-levels with grades
A*-E, compared with a rate of 57.3% of pupils in Northern Ireland as a whole.

Almost four-fifths (79.2%, N=1,882) of school leavers in the Mid Ulster area proceeded to attend either
an Institute of Higher Education e.g. universities or teacher training colleges (44.3%) or Institutes of
Further Education (34.9%). Each of these proportions were higher than the average rates across Northern
Ireland, indicating a greater propensity for Mid Ulster students to progress into further and higher
education than is demonstrated elsewhere.

Students from the Mid Ulster area enrolled in Further Education (FE) Colleges are, vis-a-vis students
from other areas of Northern Ireland, more likely to student subjects which are considered to be STEM*
subjects.

Interestingly, only 16.8% of school leavers in the Mid Ulster area entered the labour market, either
directly into employment (7.9%) or as part of some form of training (8.9%). Notably, these figures were
lower than the corresponding figures for Northern Ireland as a whole (8.9% and 9.7% respectively).

As of April 2017, there were 919 individuals within the Mid Ulster are participating on Apprenticeships
within the Apprenticeships NI Framework®, which were relatively evenly split between Levels 2 (37%),
2/3 (27%) and 3 (36%). Almost three-quarters (72%) of the overall apprentices, and nearly all (91%) of
the Level 2/3 apprentices were male. Whilst there are some exceptions across individual sector
disciplines (e.g. within disciplines relating to the hospitality and food & agri-food sectors), this provides
some indication that there is potential to support more females to move into apprenticeship within the
Council area.

The recent update to the 2015 Northern Ireland Skills Barometer®® projected that (under an assumed
high-growth scenario), there will be 87,000 new jobs within Northern Ireland by 2026, which is broadly
similar to the target from the Industrial Strategy to create 80,000 new jobs by 2030. Whilst this study

46 Department for Communities (2017) ‘Labour Market Analysis: Mid Ulster Local Government District’.

47 Department of Education (2017) ‘School Leavers Survey 2015/16°.

48 Science, Technology, Engineering and Mathematics, including any subjects that fall under these four disciplines.
4 Data provided by the Department for the Economy from its Client Management System as at 28th July 2017.

S0 Ulster University and DfE (2017) ‘NI Skills Barometer: Update Report’.
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looks at Northern Ireland as a whole (without comparable data being available at a LGD level), it is
important to recognise the projected demand for jobs and skills across Northern Ireland as this would
likely resemble the localised trends.

At an overall level, the study projects that there will be an annual average gross demand of 80,400 jobs
between 2016 and 2026, of which 28,600 would be required to be filled from the education system and
migration, rather than from the existing labour force. The sectors which are anticipated to deliver the
greatest level of job growth over 2016-2026 are (those denoted in bold are part of the six identified
priority sectors):

e Construction;

* Manufacturing;

- ICT;

* Restaurants and hotels;

* Professional, scientific and technical;
* Admin and support services; and

e Health and social work.

Specific Sectoral Skills Needs
In this section, the six identified priority sectors within the Mid Ulster area are investigated further. In

doing so, the following subsections provide the key findings emerging from the primary research with
the businesses located within the Mid Ulster area (a detailed analysis is included in Appendix II).

Employment and Employee Profile

In total, the businesses that participated in the research stated that, as of 2017/18, they had 11,734
employees based in Northern Ireland, of which 9,962 (85%) were based within the Council area.

Across the businesses, three-quarters (75%) of all employees were male. This compares with an overall
working age male population in the MUDC area of 51%. The gender imbalance is more pronounced in
some job roles®' than others. For example:

e  ‘Skilled trade’ workers are over-represented by 45% towards males. It is noted that nearly a fifth (18%) of
all workers were reported as being in this category;

* ‘Elementary’ workers are over-represented by 35% towards males;

* ‘Professional Services’ workers are over-represented by 31% towards males;

e ‘Process, Plant & Machine Operatives’ workers are over-represented by 28% towards males. It is noted
that a third (32%) of all workers were reported as being in this category;

s ‘Managers/ Directors’ workers are over-represented by 23% towards males;

e  ‘Admin/Secretarial’ workers are over-represented by 27% towards females; whilst

*  ‘Caring, Leisure & Other Service’ workers are over-represented by 20% towards females.

The construction (88% of employees are male) and the manufacturing & engineering (86%) sectors are
particularly skewed towards male employees. However, nearly two-thirds (62%) and over half (56%) of
workers in the hospitality and retail sectors respectively are female.

The clear gender imbalance perhaps points to some potential solutions to address some of the skills
issues faced by businesses in the area e.g. there may be opportunities to build upon existing initiatives
such the promotional profile articles in regional newspapers (e.g. Belfast Telegraph) of ‘successful

5! As per Standard Occupational Classification 2010 (as per ONS Labour Market Statistics) based on the OECD
International Standard Classification of Occupations (ISCO).
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women in work in the manufacturing industry’> or promotion activities undertaken®® to encourage
women into professional roles in the construction sector e.g. quantity surveying, architecture etc.

There is a dependence within the manufacturing & engineering, construction and food & agri-food
sectors on employees categorised as being ‘Skilled Trade’ or ‘Process, Plant & Machine Operatives’,
with 50%+ of their employees falling within these job roles.

The hospitality (68%), retail (54%), food & agri-food (54%) and manufacturing & engineering (54%)
sectors have particularly strong representation amongst young people (aged 18-34) compared with the
overall profile in the Mid Ulster area (35%). Whilst this is encouraging in many respects, it may also
signal a key factor in the recruitment and skills issues facing those same businesses. That is, they may
well have maximised much of the available opportunity to recruit from that pool of individuals.

On an overall basis, the businesses draw heavily upon the Mid Ulster area’s local population for their
workforce, with respondents suggesting that over half (56%) of their workforce originally came from
the Council area.

However, it is evident that some sectors are more reliant on drawing employees from outside the area.
In particular, nearly two-thirds (64%) of the employees in the food & agri-food sector originally came
from elsewhere in the EU (other than the UK or the Republic of Ireland), including countries such as
Poland, Romania, Bulgaria, Lithuania and Hungary. As previously highlighted, the uncertainty
associated with Brexit may have significant consequences for sectors such as the food & agri-food
sector, whereby restrictions may be placed on businesses ability to access EU27 Nationals as employees.

Positively, nearly three-quarters (71%) of the businesses indicated that their annual rate of staff
turnover™ was, as of 2017/18, 5% or less. However, a small cohort of businesses (7%), primarily
operating in the hospitality, manufacturing & engineering and food & agri-food sectors, were
experiencing a staff turnover rate of over 20%. It was suggested that a number of interrelated issues have
contributed to this position:

e A small local labour pool; resulting in

» Strong wage competition;

e Individuals being asked to operate in roles within which they are not proficient and being required
to work regular overtime; and

* Low staff morale.

In terms of principal markets, over two-fifths (43%) of businesses indicated that they have 70%+ of their
sales in external or export markets, which exposes them to, for example, currency fluctuations,
competition labour etc. Discussion with these businesses indicates that the uncertainty associated with
Brexit is already having significant consequences for their business operations.

Issues Attracting and Retaining Staff

Nearly three-quarters (71%) of the businesses suggested that they had faced challenges in attracting
appropriately skilled staff during recent times (e.g. in the last 3 years). This issue was particularly
prevalent in those businesses that operate in the manufacturing & engineering, food & agri-food and
construction sectors.

Compounding these issues was the fact that nearly two-fifths (39%) of businesses suggested that they
also experienced issues retaining appropriately skilled staff. Again, this issue was particularly prevalent
in the food & agri-food and manufacturing & engineering sectors.

52 Developed by Manufacturing NI.
53 By CITB.
541.e. the percentage of staff who leave each year as a proportion of the total employees

MID ULSTER SKILLS REPORT & ACTION PLAN

Page 24



Combhairle Ceantair

LarUladh
Mid Ulster

District Council

Cogent

The findings suggest that issues associated with attracting and retaining staff are particularly acute for
the following ‘hard to fill’ roles and specialisms:

Manufacturing Welders™ Individuals ~ with  spray  painting
& Engineering Hydraulic fitters expertise e.g. parts spraying
Automotive engineers/electricians Materials handlers
Design engineers Skilled joiners with Computer-aided
Mechanical engineers design (CAD) expertise
Health and safety professionals Machine/production operatives
Electricians Assembly workers
Marketing staff Health and safety staff
Construction Process engineers Skilled/unskilled construction
Chemists (related to cement processing) operatives
Design technicians IT staff
Planners Skilled and experienced joiners
Skilled and experienced plumbers
Food & agri- Skilled and experienced butchers New product development staff
food Skilled and experienced bakers Quality controllers/assurance
* Innovation staff »  Skilled/unskilled production operatives
*  Specification writing »  Refrigeration engineers
Retail «  Shop floor operatives (specifically for <
the night and early morning shifts)
Hospitality * Experienced Chefs * Housekeeping staff
*  General kitchen/bar staff

The principal reasons for the recruitment and retention related issues include:

e Nearly two-thirds (65%) of the businesses suggested that applicants did not have the necessary
skills (with skills and qualifications less advanced than required for job role).

e Three-fifths (60%) suggested that few or no applicants contributed towards having certain
positions/vacancies that were considered ‘hard-to-fill’. Research suggests that the lack of applicants
may be a result of economic activity and employment levels for those over 16 years old being
considerably higher (between January and March 2017) for the Mid Ulster area vis-a-vis Northern
Ireland averages (76.0% versus 74.0% and 72.9% versus 69.3% respectively).

* A similar proportion (59%) also suggested that applicants did not have the necessary experience.

The following provides an indication as to the extent these issues were prevalent across individual
sectors:

* Over three-quarters (78%) of the businesses that operate in the manufacturing & engineering sector,
and a similar proportion (77%) that operate in the hospitality sector, indicated that few or no
applicants contributed towards having certain positions/vacancies that were considered ‘hard-to-
fill’.

* More than two-thirds (66%+) of the businesses that operate in the hospitality, food & agri-food,
manufacturing & engineering, construction and IT sectors indicated that applicants not having the
necessary skills contributed to having ‘hard to fill” vacancies.

*  Within the retail, construction and food & agri-food sectors, over two-thirds (69%, 67% and 67%
respectively) of businesses suggested that applicants not having the necessary experience, rather
than skills, contributed to having ‘hard to fill” vacancies.

55 One core research respondent noted that they faced particular challenges in recruiting welders with experience in MIG
(Metal Inert Gas), TIG (Tungsten Inert Gas) and aluminium welding, which are all types of welding processes.
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Inadequate supply of applicants

Businesses cited that an inadequate supply of applicants was primarily due to:

Reasons for an inadequate supply of applicants

e  Competition within the local labour market; and/or
e The small local labour market within the Mid Ulster area;

And to a lesser extent:

* A perception (amongst potential applicants) that the Mid Ulster area is too far away from their homes;
and/or

e The hours associated with the job;

* A perceived lack of career prospects in the job/industry; and/or

» Potential applicants not having a suitable means of transport to the business’ location (including suitable
public transport options); and/or

* The wages offered being less favourable/competitive relative to those offered elsewhere; and/or

* Negative perceptions of the industry/sector.

Across each of the six identified priority sectors, competition within the local labour market, along with
the small local labour market, were consistently cited as being the key cause of positions being ‘hard to
fill’.

However, there were a number of subtle differences between sectors as to what additional factors (above
and beyond the two key reasons cited above) that contributed towards an inadequate supply of
applicants. For example:

e A perceived lack of career prospects in the job/industry was cited by businesses in the food &
agri-food, construction and retail sectors as one of the key reasons why they had an inadequate
supply of applicants. This view was shared by several stakeholders such as Invest NI, the two FE
Colleges, the local enterprise agencies and key sectoral business organisations e.g. CITB, Food &
Drink Sector Skills, Hospitality Ulster, CBI, BITC, Tourism NI, FMB, Manufacturing NI etc. These
stakeholders suggested that more collaborative awareness raising and promotion, particularly within
schools (and where possible involving parents®), could be undertaken by businesses in an effort to
identify the nature and type of opportunities that might be available for individuals in the six priority
sectors. For instance, there could be more joined-up and widespread use of social media channels
(e.g. case study materials/profiles identifying the type of roles, skills required, opportunities
available etc.), facilitated site visits, open nights or insight/exploration days for students and parents,
preferably outside of school hours (where possible) etc.

* Potential applicants not having a suitable means of transport to the business’ location
(including suitable public transport options), was cited by businesses in the food & agri-food sector.
Indeed, Invest NI, the local enterprise agencies and key sectoral business organisations (e.g. CBI,
Manufacturing NI etc.) suggested that connectivity to, and within, the Mid Ulster area could be
improved. For example, this could include enhancements to the existing public transport linkages
and park and ride facilities.

e The wages offered being less favourable/competitive relative to those offered elsewhere, was
reported by businesses in the food & agri-food, hospitality, retail and, to a lesser extent,
manufacturing & engineering sectors. Indeed, a representative from the CITB suggested that wage
levels are, in some instances, not high enough to attract employees into the construction sector in
the local marketplace.

56'Who are considered to be the key ‘influencer’ in students’ future careers options.
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* Negative perceptions of the industry/sector was reported by businesses in the food & agri-food,
retail and, to a lesser extent, construction sectors. Again, this view was shared by several
stakeholders such as the two FE Colleges, Invest NI, the local enterprise agencies and key sectoral
business organisations e.g. CITB, Food & Drink Sector Skills, Hospitality Ulster, CBI, BITC,
Tourism NI, FMB, Manufacturing NI etc. These stakeholders suggested that more collaborative
awareness raising and promotion, particularly within schools (and where possible involving
parents), could be undertaken by businesses in an effort to, inter alia, redress the negative
perceptions of certain sectors. For instance, the ‘tasty careers’ initiative®’ for the food & agri-food
sector could be expanded and, where possible, replicated for the other priority sectors.

e A perception that Mid Ulster is too far away from potential applicants' homes, was reported by
businesses in the IT, construction and food & agri-food sectors.

e The hours associated with the job was reported by businesses in the hospitality and the food &
agri-food sectors.

Lack of skills and/or qualifications

For those businesses that experienced challenges attracting and/or retaining staff with the necessary
skills and/or qualifications required for the job role:

Types of skills and/or qualifications applicants lack
e Nearly three-quarters (71%) of the businesses cited that they required general employability skills® and
attributes (e.g. good work ethic, ‘can do’ approach and a positive attitude, initiative and flexibility etc.).
This was broadly consistent across each of the key sectors.

e  Nearly three-fifths (60%) suggested they required the requisite professional or technical qualifications
(e.g. essential skills, GCSEs, A Levels, degrees, technical/vocational qualifications etc.). This was more
prevalent in the hospitality and manufacturing & engineering sectors. These businesses were asked to
identify the specific qualifications and posts that they require and those that they anticipate that they will
require during the period to 2020/21. These findings have been collated and presented in Appendix II and
are aligned with the Qualifications Frameworks and the main stages of education/employment that are set
out in Appendix III.

* A similar proportion required the requisite technical/practical employability skills (e.g. specialist skills
or knowledge, lacked a knowledge of products and services offered by the business etc.). This was more
prevalent in the food & agri-food and retail sectors.

Significance of Issues on Businesses
In summary, businesses ranked the aforementioned key issues in order of importance as follows:
1. An inadequate supply of applicants i.e. a ‘lack of people’;

2. Alack of broader employability skills (in order of importance these were a lack of: strong work ethic;

positive ‘can do’ attitude; specialist skills or knowledge; and general communication skills); and then

3. A lack of professional or technical qualifications.

57Which is an initiative designed to raise the profile of, and provide information on, the food & agri-food sector in
Northern Ireland. The initiative provides a dedicated website (which has, inter alia, details of job vacancies, job
descriptions, training opportunities, an ‘interactive careers map’ etc.), promotional booklets and Tasty Careers
Ambassadors who undertaken school visits to promote careers in the sector.

8 NB - The UK Commission for Employment and Skills (UKCES) defines employability as “the skills almost everyone
needs to do almost any job”, although it is recognised that employability is not just about skills, it is also about capabilities
or competencies, aptitude, attitude and behaviour.
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As previously highlighted, the situation for businesses in the Mid Ulster area, and in particular the issue
relating to an inadequate supply of applicants, is compounded by wider macro factors such as relatively
high rates of economic activity and employment levels (as set out above) and corresponding low levels
of unemployment within the Council area vis-a-vis the Northern Ireland averages.

Again, this points to the fact that any initiatives/interventions taken forward as part of this Skills Strategy
and Action Plan should, in the first instance, seek to attract external talent and residents to the Mid Ulster
area. This view was shared by several stakeholders such as Invest NI, the two FE Colleges, the local
enterprise agencies and key sectoral business organisations e.g. CITB, Food & Drink Sector Skills,
Hospitality Ulster, CBI, BITC, Tourism NI, Manufacturing NI etc.

Furthermore, to re-dress this issue, it was suggested that Mid Ulster District Council, alongside other
Councils in Northern Ireland, could potentially lobby the UK Government for a regional migration
policy post-Brexit i.e. being able to issue work visas for Northern Ireland only rather than having to
comply with a one-size fits all UK migration policy. The rationale being that Northern Ireland has a
different economic profile than the rest of the UK and therefore migration policy should reflect that.

Impact of Recruitment and Retention Related Issues

Businesses across each of the six identified priority sectors suggested that the recruitment and retention
related issues were having a range of impacts on their respective businesses. For example:

e Nearly four-fifths (80%) of the businesses cited that the issues had increased the workload for
other staff (e.g. additional shifts, additional responsibilities and duties that are not part of their job
description etc.).

e Nearly two-thirds (58%) suggested that they have been unable to maintain current operations or
to achieve growth in line with projections, whilst a similar proportion (54%) experienced
difficulties in meeting customer services objectives.

e Just under half (43%) suggested that they had increased operating costs (e.g. paying overtime to
service contracts, recruitment fees etc.) and had experienced delays in developing new
products/services.

The impact of these issues experienced by businesses was broadly consistent across the various sectors.

Businesses indicated that they have taken a variety of steps to overcome the problem of having ‘hard-
to-fill” vacancies, including changing their recruitment practices. For instance:

e Nearly two-thirds (64%) of the business respondents cited that they have started advertising or are
advertising more widely (e.g. regional newspapers in addition to local newspapers, social media
such as Facebook, online forums etc.).

e Over two-fifths (43%) of the business respondents suggested that they upskill or train their
existing workforce to fill the vacancies, whilst a similar proportion (40%) have increased the
salary of the posts to make the job more attractive.

* Of note, those businesses that operate within the food & agri-food sector have, to a greater extent
than the other sectors, actively sought to attract workers from outside Northern Ireland. There may
be an opportunity for businesses in the other priority sectors to be more proactive in adopting a
similar practice.

Interestingly, the analysis indicates that the above types of practices seem to be more prevalent amongst
a small pool of businesses (across the six identified priority sectors), which perhaps suggests that these
types of practices could be encouraged more amongst the wider business base within the Mid Ulster
area.
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Views on New Entrants into the Labour Market

A number of businesses operating in the construction, manufacturing & engineering and food & agri-
food sectors suggested that there was very little, if any, evidence of individuals coming directly from
schools into the workplace (regardless of sector). During consultation, these businesses expressed their
view (which was one shared by key stakeholders such as the local enterprise agencies and key sectoral
business organisations e.g. Hospitality Ulster, CBI, BITC, FMB, Manufacturing NI etc.) that schools
appeared to be encouraging students to remain in the education system and to progress to the
Further/Higher education sectors, rather than channelling them into employment. Furthermore, it was
suggested that schools appeared to be guiding students towards other sectors (e.g. law, medicine, ICT
etc.) that were perceived to be more attractive.

This finding is supported by the fact that, as previously highlighted, only 16.8% of school leavers in the
Mid Ulster area enter the labour market, either directly into employment (7.9%) or as part of some form
of training (8.9%). Notably, these figures were lower than the corresponding figures for Northern Ireland
as a whole (8.9% and 9.7% respectively).

Across each of the six identified priority sectors, over half of the businesses (52%) strongly agreed (8%)
or agreed (44%) that, on average, any new entrants into the labour market that were recruited since 2014
were considered to be ‘well prepared for work’. However, businesses that operate in the retail and
hospitality sectors strongly disagreed (11% and 7% respectively) or disagreed (56% and 50%
respectively) with this statement, potentially suggesting that more could be done for new entrants that
enter the workforce of these two sectors.

Views on Existing Workforce (including training)

Encouragingly, over two-thirds (69%) of businesses suggested that all (42%) or almost all (27%) of their
existing workforce were ‘fully proficient in their jobs’. This finding was broadly consistent across each
of the six priority sectors. Of note, food & agri-food businesses suggested that maintaining high levels
of proficiency amongst staff is a necessity, given both the highly-regulated industry within which they
operate but also due to the regularity of which they were audited by their customers.

Businesses indicated that there are a variety of reasons as to why some of the existing workforce are not
considered to be fully proficient in their jobs. For instance, over half (56%) of businesses cited this was
due to insufficient time and resources being dedicated towards the training and development of staff.

For those within their existing workforce that were not considered to be fully proficient in their jobs, it
was suggested that the following employability skills are required:

* General skills and attributes (e.g. good work ethic, flexibility, basic literacy, numeracy or
communication skills etc.) — this was particularly pronounced for those businesses that operate in
the construction, retail and, to a lesser extent, manufacturing & engineering sectors; and/or

» Technical/practical employability skills (e.g. specialist skills or knowledge, numerical/ statistical
skills, IT skills, communicating in a foreign language etc.) — this was particularly pronounced for
those businesses that operate in the construction and, to a lesser extent, the food & agri-food sectors.

Businesses across each of the six priority sectors reported that they had taken a variety of steps to
improve workforce proficiency. For example:

e Nearly all (84%) indicated that they provided dedicated additional time and resources towards the
training and development of their staff; and/or

e Nearly a quarter (22%) reallocated work/jobs within the business to redress this issue; and/or

* A small number of the businesses (11%) suggested that they have also implemented ‘other’ types
of initiatives such as a ‘buddy system’, new or more regular performance reviews/appraisals etc.
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In addition, nearly all (88%) of the businesses offered on-the-job training opportunities to their existing
workforce, which was typically delivered at the business’ location and involved ‘hands-on’ training.
Furthermore, two-thirds (60%) of the businesses provided off-the-job training, which was delivered to
employees at a place other than their business’ location. From a sectoral perspective, the analysis
suggests that more on-the-job training opportunities could potentially be provided by businesses that
operate in the construction, retail and hospitality sectors.

On-the-job training is considered to be beneficial as it can be tailored to the specific needs of a particular
role and/or to the work practices/operations of an individual business. For some businesses, this type of
training was suggested as a necessary response to the challenges they faced in attracting staff with the
requisite skills and experience. In these cases, in-house training was provided to upskill existing staff
for those ‘hard to fill’ roles e.g. welders and bakers. Indeed, key sectoral business organisations (e.g.
CITB, Manufacturing NI etc.) suggested that businesses are increasingly ‘training their own’ to address
the labour and skills shortages.

Off-the-job training involves various types of apprenticeships delivered through South West College
and Northern Regional College, along with courses that are specific to individuals and/or the businesses,
some of which are required to obtain accreditation e.g. in the construction sector, staff are required to
completed the industry approved health and safety training course and assessment to be registered on
the Construction Skills Register.

Nearly two-thirds (59%) of the businesses that participated in the research have not yet participated in
some form of training programme (labour market intervention) e.g. apprenticeships or other public
sector funded programmes within the Mid Ulster area. It was suggested that the reasons for this are that
there is a lack of awareness of what types of programmes are available in the marketplace and/or that
the existing programmes are not appropriate for individual businesses operating in the six priority
sectors.

These findings suggest that there may be opportunities to promote, market and raise awareness of the
various programmes that are available to businesses located in the Mid Ulster area. Also, there may be
a requirement to ascertain businesses specific needs (across each of the sectors) and better align existing
programmes, or develop new programmes, to address help address those needs.

Notwithstanding the above, for those businesses that did partake in training programmes/labour market
interventions, the type and level of uptake were different across different sectors. For example:

» Businesses that operate in the manufacturing & engineering, construction and food & agri-food
sectors predominantly availed of support through an Invest NI intervention (such as Skills Growth
Programme and its precursor programmes) and were also involved in apprenticeships.

» Conversely, businesses that operate in the retail and hospitality sectors largely availed of support
offered by the Council and/or other sources e.g. Network Personnel, Workable NI etc.

Apprenticeships and the Apprenticeship Levy

Over a third (36%) of the businesses that participated in the research were unaware of apprenticeships,
whilst a much greater proportion (70%) were unaware of the apprenticeship levy. Awareness of
apprenticeships and the apprenticeship levy was particularly low amongst those businesses that operate
in the retail and hospitality sectors. Whilst businesses that operate in the manufacturing & engineering,
construction and food & agri-food sectors reported high levels (71%+) of awareness of apprenticeships,
these same businesses were less aware of the apprenticeship levy (56% or less).

These findings suggest there may be opportunities to better promote and raise awareness of
apprenticeships, and to a greater extent, the apprenticeship levy amongst businesses (across each of the
sectors) in the Mid Ulster area. This view was shared by several stakeholders such as DfE and key
sectoral business organisations e.g. CITB, CBI etc. For example, there may be opportunities to:
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» Better promote and raise awareness of initiatives such as the Government’s ‘Connect to Success
NI’*°; and/or

e Establish a ‘brokerage scheme’ with DfE in the Mid Ulster area®, which would involve DfE
scheduling and facilitating meetings with businesses (within each of the Council’s six priority
sectors) to stimulate demand for apprenticeship schemes — focusing apprenticeships on the specific
needs of businesses.

Of those businesses that were aware of the apprenticeships, nearly two-thirds (60%) either strongly
agreed (18%) or agreed (42%) that apprenticeships were appropriate for their business. Conversely, the
analysis also suggests that there was, across the sectors, general agreement that the apprenticeship levy
is not appropriate for businesses. In the main, businesses considered the apprenticeship levy to be an
additional tax that they would be required to pay, with little or no means of accessing any subsequent
benefits.

A number of specific actions were identified that the Northern Ireland Government (e.g. DfE etc.) could
be taking to ensure that appropriate training support is available in Northern Ireland for apprenticeships.
These included:

e DfE and individual FE Colleges could be more proactive about sourcing work placements for
apprentices and working with the host businesses to tailor the content of the NVQ to support the
practical needs of businesses within the Mid Ulster area.

e There could also be more support provided for older apprentices (i.e. those over 25 years old) in the
marketplace.

* Apprenticeships could be better supported and promoted within schools, which in turn would help
inform a student’s decision-making process in relation to their future career options.

Future Employment Scenarios

Businesses were asked to quantify (in the context of their businesses’ recent performance and current or
anticipated changes in the marketplace) the extent to which they considered skills-related issues were
having an impact upon their business’ growth and performance. 25 businesses indicated the following:

e In total, during the 3 years to 2017/18, employment within their business had increased by 12%
(from 4,894 employees during 2014/15 to 5,503 employees at present). This equates to a compound
annual growth rate of 3.99%;

e Under current labour market conditions, those same 25 businesses projected that their employment
would likely increase by 8% (419 jobs) over the 3-years to 2020/21 (or a compound annual growth
rate of 2.48%);

* However, when asked what the position might be if their business had access to the requisite skills
(where it might currently be facing issues), the businesses projected that their employment could
grow to 6,391 (i.e. 888 new jobs or a compound annual growth rate of 5.11%); and

e In summary, for the 25 businesses, if the skills issues that they are encountering are addressed,
there is potential for them to create an additional 469 new jobs by 2020/21 than might otherwise
be the case or to double their annual growth rate.

59 Which is a free online portal (for employers and prospective employees) that exclusively advertises apprenticeships
and school work experience opportunities.

60 Similar to the scheme implemented by DfE (taught through Belfast Metropolitan College in partnership IT Assist) for
the ICT sector in the greater Belfast area (involving companies such as Kainos, Liberty IT, Fujitsu etc.).
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Location 2014/15 | 2017/18 % Projected, under current Projected, given access to
(actuals) | (actuals) | change conditions requisite skills
(2014- 2020/21 % change 2020/21 % change
2018) (18-21) (18-21)
In Northern Ireland 5,462 6,135 12% 6,520 6% 6,973 14%
In the Council area 4,894 5,503 12% 5,922 8% 6,391 16%
No. of FTEs (N=24) 4,702 5,309 13% 5,706 7% 6,251 18%
No. Agency/Contract 645 687 7% 724 5% 477 -31%
Workers (N=31)

In addition, if the estimated 942 new FTE jobs to potentially be created (given access to requisite skills)
over the 3-years to 2020/21 is ‘grossed up’ to the entire business population (i.e. by a factor of 5%'), this
equates to the potential creation of approximately an additional 4,710 new FTE jobs by 2020/21 than
might otherwise be the case.

The Consultancy Team recognises that the projected employment figures provided by businesses are
subject to ‘respondents’ effect’. That is, businesses may have exaggerated (in an upwards direction) their
projected employment if they had access to the requisite skills. That being the case, for prudence the
Consultancy Team, in agreement with the Mid Ulster Skills Forum, applied a 50% optimism bias
sensitivity to the potential employment creation reported by businesses. Under this sensitivity, this
equates to the potential creation of approximately an additional 2.355 new FTE jobs by 2020/21% than
might otherwise be the case.

However, such a position will be significantly constrained given the previously identified estimated
labour deficit in the Council area, which ranges from 1,984 persons (if the Labour Force Survey measure
of unemployed is adopted) to 3,717 (if only short-term claimants of Job Seekers Allowance benefits are
considered).

A further point to note is businesses’ views that they would become much less reliant on agency/contract
workers if the skills issues that they are encountering were addressed, with a suggested reduction in
agency staff of 31% by 2020/21.

The Consultancy Team further notes that the projected employment figures referred to above relate to
businesses’ anticipated growth plans (or ‘expansion demand’) and do not take account of replacement
demand i.e. the number of positions that will become available as a result of staff leaving employment
(typically due to retirement, family reasons, ill health or to move to another sector). The Northern Ireland
Skills Barometer® estimates that circa 67% of future employment (2016-2026) will be derived from
replacement rather than expansion demand, albeit replacement rates (based on current trends) may
change. For example:

» In austere times people may become more reluctant to leave the security of their current job; and/or
e A change in policy could change behaviour e.g. the introduction of the living wage could increase
supply from unemployment or the economically inactive.

Discussion with key stakeholders (e.g. the Council and Invest NI) indicates that further work (beyond
the scope of this assignment) may need to be undertaken to explore replacement demand on a sub-
regional basis (i.e. in the Mid Ulster area) in more detail.

6! Given that, on average, the businesses that participated in the research (including ‘other’ sectors) account for a fifth
(20%) of the employee jobs within the six priority sectors in the Mid Ulster area. Please see Appendix II for further
details.

62 Please note, the ability to achieve this target is inherently linked to the outcomes of future negotiations associated
with Brexit. There is a risk any policy relating to the level of free movement that is afforded to EU27 Nationals in the
UK and vice versa exacerbates the situation in the Mid Ulster area.

3 NI Skills Barometer Update Report Skills in Demand’ (Ulster University and the DfE, June 2017).
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3.7

Moving Forward

Businesses cited some recommendations/specific actions as to how to address the gaps between the
demand and supply of people/skills within their sector within the Mid Ulster area. These include:

e There could be more awareness raising and promotion within schools in an effort to encourage
young people to pursue careers in the six priority sectors. For example, this could include businesses
facilitating site visits for local careers teachers in order for them to identify the nature and type of
opportunities that might be available for young people, to assist redressing the negative perceptions
of certain sectors etc.

* Connectivity to, and within, the Mid Ulster area could be improved. For example, this could include
enhancements to the existing public transport linkages.

In relation to skills and employability issues, it was suggested by businesses that collaboration between
the public sector and employers could be enhanced or improved moving forward. For example:

« Linkages between careers teachers in schools and local businesses could be enhanced, which would,
amongst other things, assist careers teachers to better understand the needs of the businesses/sectors
etc.

e There may be opportunities for the public sector to better promote, market and raise awareness of
the various programmes that are available to businesses located within the Mid Ulster area.

* Also, there may be a requirement to ascertain businesses specific needs (across each of the sectors)
and better align existing programmes, or develop new programmes, to address help address those
needs.

Differentiating the Issues

The Consultancy Team’s research and consultations with businesses throughout the Mid Ulster area
provides a clear indication that when businesses discuss skills they are for the most part not referring to
qualifications. Although these two terms are often treated interchangeably, skills are not the same as
qualifications. Skills associated with the ability to use initiative, to apply ‘common sense’, to
communicate with others, to perform numerical and analytical tasks, and use computers to help solve
problems are at the heart of how businesses in the Mid Ulster area function. Other attributes, such as the
ability to work well with customers and clients, and being creative, are also highly valued in some jobs.
However, it should be recognised that some of these are difficult to pin down as specific skills.

The process of acquiring qualifications undoubtedly builds on and improves skills — the well-educated,
for example, also tend to be highly skilled. But qualifications also provide specialist knowledge, they
validate personal competencies to clients and customers, and they signal to employers a wide range of
desirable attributes and skills. These complement the generic skills that are used in the workplace but
are distinct from them and should not be readily used as proxies for one another.

Both qualifications and skills matter, as a workforce with low levels of qualifications, is also onelikely
to have low levels of skills. The Consultancy Team’s consultations with businesses in the Mid Ulster
area provide a strong indication that they consider that a ‘skills gap’ exists which is more damaging to
their business’ prospects than a ‘qualifications gap’. It appears to be skills mismatch rather than
qualifications mismatch which is having the bigger impact on local productivity. This has important
implications as it raises the question as to whether too much emphasis is being placed by policymakers
on qualifications rather than skills®*. This question is perhaps beyond the scope of this currentexercise,
but what is evident from the research is that whilst qualifications are easy to measure, skills are difficult
to both define and measure.

%4 Indeed, the 2014 OECD review of UK skills policy noted that, with likely changes in the economies of most OECD
countries with the growth of employment in technical and associate professional occupations, many would need a
substantial and growing amount of post-secondary vocational provision below bachelor’s degree level. The OECD
concluded that ‘the UK system therefore contains a substantial gap in provision, or alternatively, overprovision of
vocational bachelor degrees for jobs that do not require three years of training’.
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4. SWOT ANALYSIS

The following SWOT analysis draws together both existing research and new analysis to understand the Mid Ulster area’s strengths and weaknesses across the
most important factors that relate specifically to skills and its influence on economic growth. The Consultancy Team has sought to understand what strengths
have driven the Mid Ulster area’s past economic success (including whether the area can rely on them in the future) and what weaknesses and threats challenge
the area’s economic success today (including whether these challenges are likely to worsen or improve).

Strengths

Weaknesses

The second largest concentration of small businesses outside of the Belfast
Metropolitan area.

Strategically located, the area has a widely acknowledged strong, diverse and
dynamic business base, together with an educated and entrepreneurial workforce.

It has the 2™ lowest claimant count in the region.

The area population of 145,000 is the fastest growing new Council area.

Strong specialisms in the production of general and special purpose machinery, along
with the manufacture of products which directly supply the construction and
agricultural sectors (e.g. 40% of world’s mobile crushing and screening equipment is
made in the Mid Ulster area).

School leavers within the Mid Ulster area are performing at a level above the
Northern Ireland average attainment.

High levels of on-the-job and off-the-job training amongst the business base.

The calculated deficit of available skilled labour within the Mid Ulster area.
Inadequate supply of applicants for certain positions/vacancies that are considered
‘hard-to-fill’.

A lack of broader employability skills amongst those in the labour market.

Clear gender imbalance in the workforce, which is more pronounced in some sectors
and roles than others.

Levels of earnings are lower for workers in the Mid Ulster area vis-a-vis elsewhere
in Northern Ireland.

The proportion of the working age population in the Mid Ulster area that is classified
as economically inactive is higher than the UK average.

Below average performance at both ends of the education spectrum e.g. those with
no qualifications and those with NVQ level 4 or above.

Number of school leavers in the Mid Ulster area entering the labour market, either
directly into employment or as part of some form of training, is lower than the
corresponding figures for Northern Ireland.

Some sectors (e.g. food & agri-food) are reliant on drawing employees from outside
the Mid Ulster area such as EU nationals.

Some sectors are not viewed as offering an attractive career option by existing and
potential employees.

Currently, many vacancies require technical skills that applicants do not possess, as
skills mismatches between labour supply and demand imply that qualifications and
training being completed often does not meet the needs of occupations in the Mid
Ulster area.

There are concerns that there is an excessive focus (amongst local schools) on degree-
level qualifications through universities when alternative and more vocational
qualifications through alternative routes might be more appropriate for the individual.
Lack of awareness and understanding of Apprenticeships and, in particular, the
Apprenticeship Levy.

A view that the Apprentice Levy priorities young people at the expense of other
groups and areas such as adult education.

Poor connectivity to, and within, the Mid Ulster area.
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Opportunities Threats

»  The Mid Ulster Skills Forum offers a unique opportunity to initiate thedevelopment | =  Uncertainty associated with the Brexit negotiations.
of a Mid-Ulster wide approach to employability and skills. * Inability to gain access to ‘people’ to meet businesses’ requirements.

*  Promotion of Mid Ulster area as a positive life destination. *  The continued absence of the Northern Ireland Executive and absence of clear policy

*  Support for new economic migrants. direction.

= Highlight positive career options within the Mid Ulster area’s key sectors. *  Recent changes to the welfare system in Northern Ireland.

*  Whilst jobs may be at risk due to technological progress (such as automation), which | *  Jobs at certain skill levels are highly susceptible to technological progress (such as
could be considered a threat (as per adjacent column), others will be created, automation).

potentially in occupations that do not yet exist. Opportunity, therefore, to support
technological change and automation.

*  Opportunity to attract and retain skilled labour, build resilience and adaptability in
the current and future workforce.

*  Opportunity to create a larger and stronger private sector.

* Job creation and growth that translates into opportunity, with employment rates
maintained higher than the Northern Ireland average.

» Diversity and resilience, with strong performance across a wider range of economic
sectors in order to improve the area’s resilience against crises.

*  Strong sectoral strengths - protect and grow the Mid Ulster area’s key sectors, whilst
recognising the importance of emerging sectors. Opportunity, therefore, to the region
to identify its unique strengths and use these to build strong regional propositions
which will be attractive to potential investors and which can be promoted
internationally.

* Increase uptake, and quality, of modern apprenticeships, including exploration of
shared apprenticeship schemes.

* Increase and improve business engagement with, and recruitment directly from,
secondary, further and higher education establishments.

* Develop and promote a range of high-quality vocational routes to employment as
complementary to a university education.

* Improve careers education, information, advice and guidance (CEIAG) to develop
the skills businesses need to address gaps.

*  Opportunity to explore, in conjunction with SWC and other stakeholders, the
potential for additional support to be provided towards the development of an
advanced Manufacturing & Engineering Innovation Centre/Facility in the Mid Ulster
area.
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CONCLUSIONS
Overarching Conclusion

The considerable and growing issue of businesses within the Mid Ulster area accessing prospective
employees (or the lack of ‘people’), as reflected in Sections 2 and 3 of this report, will inevitably not be
a surprise to businesses in the area - the ‘need for labour’ is now. However, this issue, coupled with
the identified skills issues, should serve as a clear signal to policymakers that urgent attention is required
to ensure that the growth of local businesses is not curtailed.

This is not to say that local businesses, with support from key stakeholders, do not have a role to play.
They are faced with several options in terms of increasing the pool of prospective employees, such as:
seeking to attract external talent to the Mid Ulster area; increasing levels of investment in labour saving
technology (such as automation); encouraging more local people back into the labour market (e.g.
possibly through higher wages); and/or re-locating to another jurisdiction with easier access to skilled
labour.

Beyond these options, there is also a need to actively promote the development of productive, inclusive
and engaging workplaces that get the best out of people, but also a need to take a much more strategic
view of skills and the systems and mechanisms through which they are developed and sustained. In a
period of considerable uncertainty, just focusing on the supply is not enough if businesses are to meet
the huge challenges of rapid technological change, an ageing workforce, and changing cultures and
expectations amongst the younger workforce. For example, businesses need to think more broadly about
their own investment in developing talent and skills and how the growth of different employment
models, flexi-working, contract and portfolio working may require a significant change to the ways they
attract, invest in and develop people and skills in the future. The HR function within a business has a
vital role to play in helping organisations to take a more strategic view of the kind of workforce they
will need for the future and how they set about engaging with prospective future employers in a timely
and strategic manner.

The opportunity is clear — despite these issues there is the potential to create approximately an additional
2,355 new FTE jobs by 2020/21% if the Action Plan that has been developed (see Section 6) is
appropriately resourced, financed and implemented. To achieve this, the Mid Ulster Skills Forum will
work with relevant key responsible Government Departments (e.g. DfE, DE, DfC, DfI etc.) and their
delivery bodies in implementing the commitments with the Action Plan.

85 Please note, the ability to achieve this target is inherently linked to the outcomes of future negotiations associated
with Brexit. There is a risk any policy relating to the level of free movement that is afforded to EU27 Nationals in the
UK and vice versa exacerbates the situation in the Mid Ulster area.
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6.2

THE ACTION PLAN 2018-2021
Introduction

The ability to grow, attract and retain skilled labour, build resilience and adaptability in the current and
future workforce is a prerequisite for future economic growth in the Mid Ulster area. This section sets
out Mid Ulster’s skills ambitions and the priorities for action that will be required to deliver them. It
aims to be realistic about the challenges that the Mid Ulster area faces and its baseline position. Each of
the Actions presented, and the means by which they are anticipated to be created, have been agreed with
the Mid Ulster Skills Forum.

The priorities range from those which could straightforwardly be described as corrections for market
failures (e.g. in the provision of training), through broader advocacy relating to existing areas of public
policy (e.g. immigration), to priorities that address the governance issues that need to be resolved to
support Mid Ulster’s development.

While some of the suggested actions are challenging, the Consultancy Team has sought to ground them
in what is achievable, whilst recognising that it does not have all the answers to some very intractable
questions. Instead, the Consultancy Team suggests that it is better to focus on making significant
progress in a limited number of areas, by building on what the Mid Ulster area already has and
recognising that meaningful change will be gradual and requires stability and consistency.

The Goal

The Council’s economic strategy is clear: to create a larger and stronger private sector. In order to
achieve this, it will be important to have a successful skills and employment strategy, which enhances
skills supply and thereby feeds the demand for well-skilled employees.

The Skills Forum wishes to lead the way as an exemplar of what can be achieved through a dynamic,
integrated work and skills system which recognises that with better skills comes improved employability
and, in turn, increased productivity. Over the medium term, the Mid Ulster area needs a transformational
education, skills and employment system that delivers the employability and technical skills needed to
drive the productivity in the area’s growth sectors. Such a system is one which prepares all individuals
for the rapidly changing world of work and upskills those already in work — so they can develop their
full potential in terms of knowledge, skills and capabilities.

The ambition is clear: for all the residents of Mid Ulster to be in a position to achieve their goals through
productive, fulfilling employment with skills at the heart of personal and professional development,
whether entering the world of work for the first time or progressing in their careers.

The Skills Forum wants to ensure that Mid Ulster’s employers have access to, and ownership of, an
adaptable, resilient local workforce with the skills they need to thrive now as well as a work-ready talent
pool to draw upon for the future.

However, the Mid Ulster area’s future success in those sectors where it has historically been successful
(e.g. manufacturing & engineering, construction, food & agri-food etc.) cannot be taken for granted,
perhaps in particular following the UK’s vote to leave the EU in June 2016. Both Northern Ireland and
the Mid Ulster area is at the beginning of a period of significant uncertainty, which has the potential to
deter investment and reduce growth.

Other areas face similar challenges. Some have similar strengths. Many have similar ambitions.
However, the Mid Ulster area uniquely combines a realistic aspiration to be a top performing region in
Northern Ireland at the same time as maintaining its position as being the most entrepreneurial region in
Northern Ireland. However, to pursue these aspirations while managing the implications of the vote to
leave the EU, and within constrained public finance, it is recognised that one of the main drivers of
strong economic growth will be the availability of a high performing skilled workforce.
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This action plan is designed to support the delivery of the Council’s Economic Development Plan and a
Mid-Ulster area economy with:

» A workforce with the skills necessary to deliver economic growth.

» Job creation and growth that translates into opportunity, with employment rates maintained higher
than the NI average.

= Diversity and resilience, with strong performance across a wider range of economic sectors in order
to improve the area’s resilience against crises.

» Strong sectoral strengths - protect and grow the Mid Ulster area’s key sectors, whilst recognising
the importance of emerging sectors.

Whilst the concept is simple, the context is highly complex, with some elements devolved whilst others
remain under the purview of central Government. Against that backdrop, stakeholders must establish
how best to focus resources and efforts in order to maximise the impact of activity across Mid Ulster.
The Action Plan aims to draw together those numerous interrelated strands of activity across a rich and
diverse work and skills landscape, to bring cohesion, and to set out a direction of travel for the coming
years.

Importantly, it must become a shared vision to which all stakeholders in the Mid Ulster area can commit
and work towards together. Achieving the goals that have been set out will require focused
implementation and a coordinated approach amongst a range of public and private sector stakeholders.
No single body has all the levers that the area will require to drive success and different priorities and
sectors can have different leaders. However, Mid Ulster District Council, through its Economic
Development and Community Plans, is well placed to coordinate and drive this agenda as a whole by
building partnerships across government, business and wider society.

6.3 What will this Action Plan Support?

Given the specific focus of this action plan, the ultimate measure of its success will be the availability
of appropriately skilled individuals to support business growth, job creation and increased productivity.
The Consultancy Team’s consultations with businesses based in the Mid-Ulster area indicates that if this
is achieved it could support the creation of an additional 2,355 new FTE jobs in the area by 2020/21°.

6.4 The Action Plan

Similar to the Council’s Economic Plan, the Strategic Priorities, Goals and Actions set out overleaf will
require the development of strong partnerships and joint ventures, including strong leadership amongst
businesses, using a multi-agency approach to maximise resources in order for them to be fully delivered.
Central to this will be the Council who will act as a key enabler in the region, adopting a direct lobbying
approach to become a leading strategic influencer of skills development and policy in the area.

% Please note, the ability to achieve this target is inherently linked to the outcomes of future negotiations associated
with Brexit. There is a risk any policy relating to the level of free movement that is afforded to EU27 Nationals in the
UK and vice versa exacerbates the situation in the Mid Ulster area.

MID ULSTER SKILLS REPORT & ACTION PLAN
Page 38




0f 98ed

wonejuawadws uelg

"SOIRAW 3[qrSue)}

Swoino TOTPY pue ASajeng JOJ 20WEUI] PUE $30IN05AI {338 d UT S53000S SINSEIW PUE
30 JUIWIASNYOE 3 poddns 0} BB[ TOROY wnIo ] SRS I9IS[N PIA 2 3O sdnoi3-gns jewIoisy O uelg nonPYy pue £3a5eng
am pue 4£323eR5 30 voREuIwRldw] w0 SIS JBIS]N PN 1B JO BONENUNUOD) "N ot Juawadwr 0] Jwem 3
$2SS9UISNQ }S3UOWE J2A0TWIN] JJEIS JO 3)8] [ENUUE 20npay
$3)BJ J2A0UIN] JJBIS Jamo SIS ssewrsng mau digsinauasdanus poddng
ssauaannadwod wonewone pue aSueyd [edrsojouyda) poddng Y “Gipqeded pue syioys
/ 2ouemwIoprad SSIUISNG PROUERYU S2ANUROUT/SANERIUT Mau Jo aurjadid dojaaa( T Jooid axmng, o} Juem 3y
JuawaSesua Japraoid BOREINP3/SSATISNG SeAREnIw pue seidajens )
(2ane30qE[]00 230W pUER) JAjEID JURWTIAA0L) SUNSIXS Yim Juawasesus aroxdw] | oy qm om«mh—“ﬂmﬂﬂ“ﬂ«.”
JoqrEw srapraoid wonednp? g JuawasesSus aroxdwy | : ’
In0qe| [e20] UF AJIsIaA1p 3 SWNJOA JajRalD) saafojdwa aandadsosd yim Juamwasesus saoxdw] D R e
sdigsaonuardde pasealou]
suonedgienb sdigseonuazdde yo Gnuenb pue Arenb asearnuy 3 SIS
[e0IUY23) [euolssaj03d PROUEyUY (Ov13D) 20ueping 01 pasu sassamisng S[IRYS
sires Aimqedojdwa pasosduwy PUE DTAPE ‘TOREWIOJUT “TONEINP? $12a5ed ar0xdw] F S IR T
Aranoaumod/£3IIqIssadde Jajeals) wonearn qof mau poddng (g
s101095/4nsnpur Jo suondaoiad pasordwy BAJE 12]S]) PIN A3 WM PUE 0} Aranoauuod aroxdwy ) TR D]
uonea’ qof % jarew Jnoqe| szopas Auoud Jo aFews ayy soveyuy g SRS T Ry
edoy/uoneindod a8e Sunjiom 1a8re] BaJE 33)S[) PIN 21 JoF vomrsodord Jaxyrew aaoxdw] v JEBIRS JOCE 0] JUEAL 3 Y}

samoNnO

Ay

SUOIPY
FE) |

NV1d NOILDV ® LJdOddYd STIDIS YALS1A dIN

ure)sng / ure)ey p

dopaaa( "z

PRIPY

SINLIOLIJ
J183)e1)S

csuppiom diysrouyaed pue uoneIoqER[[0d A Y3NO.ay) Baae [DUN0)) I9)S[() PIA 9} ul sqol [euonippe 0o¢‘z Arewrxoadde jo uoneard ayy payaoddns aaey 0) ‘1707 A . SUOISIA

uebe))

[ouno 1P1IsIa //{\“
I)SINPIN %
:mmﬂwwm__kw%mw @Tﬁ:—



T 93ed
NV1d NOLLDV % LIOdHd STIDIS YALS TN AIIN

AU PUE I)SIGIY SSoUISNY VYSIN -99IN0§ ¢
“BSIOA 9JIA PUR 3[(] oY)} UI S[euonjeN g 0 papiojje
ST 18]} JUSWISAOW 93] JO [9AJ] Y} Ie[nonIed Ul pue JIxXdIg [Im PIJBIOOSSE SUONBNOSIU 2ININJ JO SIUI0IINO ) 0] PAUI] APJUSISYUI ST 13518) ST} SAJIYIR 0] AJI[IqR ) DI0U SB[ ;o

SIap[oyaYe)s
29 syjuountedap
s[qisuodsar (38103098 Ayuronrd SOW0IN0
Aoy JueAd[AIX XIS 3y} $s0108 sqol aako[dwia ¢6p*[ ¢ Jo uonisod sur[aseq € wWoy) ,BaIe [[OUN0) JO JusWwdAdIYOR uonean
w1e) Suo| M WnIog SIS I91S[) PYA 9y ur sqol [euonippe 0¢z A@rewnxoidde jo uonearo ayy oddng -9 suoddng qof mdu jroddng
SIOp[OyaYe)s d pue y suondy
29 syjuountedap suoddns — y1om
d1qisuodsax *0J0 pROI 67V 2y 03 Sunejal sjesodoid ‘uonenodsuen pue aA1] 03 doe[d BIIE JI)S[)
Aoy JueAd[AIX snq areaud ‘sopiioey opur pue ded [euonippe ‘89 dIjonmseyul peol pue paiiayaid e Bare PIA 34} ‘UIy)im pue
W) WNIPIJN )M Wniog S[s sspromjauysagexur] 11odsuerny orqnd Sunsixo oy 0) syuowdUeyud d[qissod a1o[dxq *¢ | 12IS[N) PUA oYl eIN | ‘03 A)IARIIUUOI dAoxdw] D
* Ansnpur SuLmyoejnuew ay
s1opjoyayels Ul JIOM UI UdWOM [NJssa99ns, Jo (ydeidao ] isejjog '3-9) siodedsmau euordar
29 syjuountedap ur soponae o(yold jeuonjoword SurdojoAdp ur paAjoAul SI [N SuLnoRjnuUBIN
d1qisuodsax ‘oidwexa 104 ‘(L] pue pooj-LiFe pue pooj ‘uononnsuod ‘JunreduIdud
Aoy JueAd[AIX pue Suumnjoejnuewr °3°9) SI10J03S [ENPIAIPUL UI SI[BWIQJ SPIBEMO) dJUB[RqUII
ud) 1oys )M Wwniog S[s 1opuag oy ssarpal pue djowold 03 saanenul ‘Junsixd oddns pue ‘mou dojoasq
‘sugredwied voaE 13S0
s1opjoyayels [euonowoid umo 1oy Jo yed se asn ued sassauisnq jey) sagessaw A apnjout PIIAL 913 03 SJUIPISAL
2 syuounedop 0} 103995 [[9B3 10] }IY[00) pue pueIq S[[IYS, & JO JUSWdO[9AP J} QA[OAUT P[NOYS c.:« JuaLe) [eu .S.ta
d1qisuodsax SIY L, "S10399$ [1B}9Y PUE 1] ‘UonINNsuo)) poo -1y 2 poo, ‘Juuesuiduy 2 JORIIIE 0) JUEM AL
Aoy JueAd[AX SuLmoejnuelA oy} 10J [N Pue BaIR 19)S[() PIA 2y ssoxoe suredwres [euonowold
W) WNIPIJN M WnIog S[IS Jo uonejuowe(dw pue juowdo[oadp Yy deniur 03 sapunuoddo arojdxyg ¢ LOVHLILY T
SIap[oyaYe)s
29 syjuountedap ‘suSredwies jeuorjoword umo J12y) Jo Jred se osn ued sassaulsng jey) sagessow
d1qisuodsax A2y apnjour 01 JI[00} pue pueiq S[[IS, & JO Judwdo[aAdp 3y} 2A[OAUI P[NOYS
Aoy JueAd[AX SIY ], ‘PUB[AI] WIdYMON Ul 10393s Ajijejidsoy ayy ajowoxd 03 (g3 yim drysrourred KJISIOATP $10399s Ayriorad
ud) 1oys M WnIog SIS ur) Ansnput £q padojoasp Furoq uSredwies oyy ojul ndur 9ANIS[[0d IPIACIJ ‘T | PUB SWNJOA ISBIIOU] Jo ddewn ) dueyuy ‘g
"BOIE 19IS[)
PIA 9y} ur saSeioys Ioqe] Surssarppe £qaroy) ‘pajowold pue pajodie)
AJ]9A1I0R 9q PINOd BAIR 19)S[) PIA oy1 uryum saniunjioddo o1A1sajiy pue
juowAodud 919yM PIIOM JO 1521 3} 10 N oY) ‘gD ‘IN JO Seare oIe o1oy)
J1 (90130 QwoH dy) "3°9) SIOP[oyaeIS AN YIM uonoun(uod ur ‘Aynudpy .
'S9$SAUISNQ POOJ-1ISE 29 POOJ PUE UOHINIISUOI
‘SuroourSud 7 Junmioejnuew ‘§'9 SIAISN[O [BIOJOAS S BIIR A} dJOWOI] .
SIap[oyaYe)s .
suL0jje[d/swnIpaw uoHBIIUNWWO FUIISIXd
% sjueunedap pue suonesiuesIo ss0Ioe A[JUdISISUOd Pasn oq 0} sadessowr Koy AJnuap| . seole
s[qisuodsar T ’ ' I97)0 WOIJ Jud[e) I0J BAIEB 19)S[)
Koy JueAQ[aI :PINOYS SIY ], ‘BAIR IIS[() 91odwos pue moqe| PIAl 913 10§ uonisodoad
wd) 1oys M Wwniog s[IS PUA 2y 10} uSredweds [euonowoid/Sunoyiew Suons pue aAIsdyod e dojoadg | Jo Ajddns asearouy jojrew dAoadury Yy
ELLLRIELIIN ) pea] SANIANIY Jreuoney uondy AuioLid 2133)eng

‘ue[d UONOY Y} YIM SJUIUDIWOD 9} SUrIUSW[dWI Ul SOIpoq AISAI[P I3y} pue (‘019 A “OIA ‘dd ‘A3 "3°9) syudwredo juswuIoAon) [qisuodsar A9 JUBAJ[QI
UM IOM [IM WNIO S[IIS 19IS[N) PUA UL “(+€ 1894) w19)-3u0] 10 (7 JedK) wnipaw (T 189K) 1I0YS "' AIOAI[OP JOJ SOWERLIUIN) PAJRIOOSSE IIm SUO[e ‘Yoed 1opun [[ef
1R} SONIANOR 01102ds AU} pue UOIOY YIed J0J d[euonel Ay} SuIpnjoul ‘ue[d Uonoy Y} Jo AJLIoL 91391enS Yored uo S[Iejap Joyuny sopraoid uonoasqns Juimof[oj ay L,

[1ouUnoy 1PISIa =

Juste)) L
e[n 1e

L ()



€t o3ed

NV1d NOILDV ® LJdOddYd STIDIS YALS1A dIN

SIOp[OyaYe)s
29 syjuountedap
d1qisuodsax
Aoy JueAd[AIX

‘sapunyzoddo diyseonuaidde pue sjuowaoeld yj1om ‘sarouedes/sisod Sunsixo
asn1aApe qurod yoreds pasienudd e y3noy) ‘o) sassauisng 10y (sqolivsinprum)

ud) 1oys YIm wniog S[s *3°9 101)1M] UO) S[QUUBYD BIPAW [BIOOS ‘MAU YSI[qeIS 10 ‘Turisixd uo puedxq ‘G|
SIOp[OYae]S
29 syjuountedap
d1qisuodsax
Koy JueAQal
wLd) H0ys s th:om Mzﬁm '$10303s Ajuronid 19710 10J 9ARNIUL SISATRD AISe), A1) AJedI[day | muow_ow-_uv_ﬁm A
sIopjoyayels PIIM 9 nn U SIssauIsnq
2 Syuounedap Moy dA0aduwr 0) JueM AN
d1qisuodsax .
Aoy JueAd[AIX TIVONE ¢
wLd) H0ys YIM WnIo ] S[[S *10103S POOJ-113e 29 POOJ J} I0J SANRNIUI SIdATRD AIse), Ay puedxy "¢
‘IN 10} A891eng JunmjorInuen
© JO Juowdo[oAdp JY) ‘Seale [I0UNO)) I9YI0 YIm uondun(uod ut
s1opjoyayels ‘onsand 0y "9 vaIR 19IS|) PIA Y} puokaq senmuniioddo aAneIOqR[[0d J1J199dS
29 syjuountedap 101905 9rednsur ‘oeurdoidde a1oym ‘pue $10399S [BNPIAIPUL JO SPAdU 2NNy Y} KNSIQAIP
d1qisuodsax auyyap ‘s3ury) 1930 1s3uowre ‘pinoys sdnoid asay [, '$10309s AJuIoLid XIS s [1oUno)) pue swnjoA saakordurd
Aoy JueAd[AIX Ay} JO yoed Jo Juawdo[oAdp Ay} ‘10J JIWAI B 9ARY PUB ‘U0 SNOOJ P[NOYS YIIym 9SBaIOUI 0] INOQe| aAndadsoad ym
ud) 1oys M WnIog SIS ‘wnio ] SIS 191S[N PIA Y} JO sdnoiS-gns [B10199s/01BWAY) [RUONIPPE YSI[qRISH 7] Jo Ajddns asearouy JuuR3e3ud dAoaduy o
SIOp[OYae)S
29 syjuountedap
d1qisuodsax ‘(L10T Ay Jo se) 616 Jo uonisod ourjoseq & woiy
Aoy JueAd[AX (pomawer] [N sdrysoonuoiddy oy unynm) sdiyssonuaiddy uo Junedionred
wid) Suo YIM WnIo g S[[S BAIR I9)S[[() PIA Y} UIYIIM S[BNPIAIPUI JO IOQUINU Y] UL ISBAIOUI %0 [ © oddng ]
BENWEEN
2 syudunaedap ‘soniunyroddo aoustradxa
d1qisuodsax yiom [ooyds pue sdiyseonuoidde sosnioApe A[2AISn[oxd ey (seokorduwd
Aoy JueAd[AIX aanodadsoxd pue siokojdwd 10y) [erod ouruo 221 B SI YdIyM [N SS00ng
uLo) JIoys YIM WnIo ] S[[S 0 J09UU0)), S, JUSTULIIAOL) dY} SE [ONS SOANRIIUI JO SSOUIIBME ISTRI PUR JOwold (]
SIOp[OYe)S ‘sassauisng Jo spadu o1y10ads ayy uo sdrysaonuaidde Fuisnooj — sawdyos sdu3 ssoappe
2 syudunaedap diysoonuaidde 1oy puewap enwns 03 (s10303s Ayronid XIs s, [19Uno)) Ay} Jo 03 Paou sassoMISN SO
d1qisuodsax (OB UIY)IM) SISSAUISNQ 1M STUNddw Sune)i[ioey pue Sulnpayds gy dAJOAUL sdigsaonuaadde B —
Aoy JuBAd[AX PINOM SIY ], “BAIE JSBJ[og 19)BAIS A1) UI 10303s J,D] Y} 10J pajuswd[duul dwayos Jo fypuenb W COPAP 03 3 M
ULId) 1I0YS YIM WnIo ] S[[S dy) 0} Je[IWIS ‘BAIR IAIS[[) PIAN Y1 Ul I UM dWoyds o5eIddo0Iq, © USI[qRISH 6 JUQTE) [BIO0] MOID) pue fienb ssearouy g X
SIop[OUEIS dOTHAHA T
2 syudunaedap
d1qisuodsax '$9559001d Sunjew

ULID) WNIPIA

Aoy JueAd[AX
UM Wnio ] SIS

-uoISId9p Yy ojul Isniadxa Ansnpulssauisng JuiSuriq AQaIay) 939 SIOUIIAOT
se Joe 0} soAnejudsaidor ssouisng d3einooud 0y siopiaoid uoneonpa joddng g

ULID) WNIPIA

s1opjoyaye)s
29 syjuountedap
d1qisuodsax
Aoy JueAd[AX
UM Wnio ] SIS

‘sowwrer3old uoneonpa s10919 WIOjUI pue USISIP WNNOLLIND 3y} 2deys

‘o1qissod a1oym ‘o3 santunjroddo aAey A1snpur/sassauisng jey) pue Ju)sIsuod

SI S[OOUDS 0} J[qe[leAB UONBULIOJUI/SIIIN0SAI Jo sadAy oy jey) ‘Jowr Jureq

a1e (Sururen Surpnjour) s19yded) s1oaIed pue sjediourid Jo spasu ay) jey) 2ANSUI

0} A301enS s102I8) (0Z0T-S10T SS29ong 10J Jurredalrd, ay) wolj Suneuewd
sueld uondy jurof amyny ‘oreudordde aroym ‘uuojur 0) A/4IA UMM JIOM L

OVIID)

Jude) duepIng pue IApE

[eo0] 23eIN0dUd ‘uoneuLIOjul ‘U0 BINPI
pue ssaurey s19d.aed daoadwy g

QUIRIJOUIL],

ped]

J[euoney uondy Aoy Adaens

1usbe))

[1oUN0D 3211SIa S
13)SI0 PIN %
ypein el

I1eJURI) MRYUIO) mmmgz.



¥ 9%ed
NV1d NOLLDV % LIOdHd STIDIS YALS TN AIIN

SIOp[OyaYe)s
2 syuounedop sassaursnq SAnENIUl puk
s1qisuodsar 0] 9[qe[IRAR dIR S9139)R.1)S JUIUIULIIAOD)
Koy JueAQ[aI “BAIR 19)S[(] PIA S} UI PAIBOO] SaSSAUISNq SOATJRIIIUL JRYM JO SunsIxs PIm
uLId) 110ys M WNIo SIS 0] 9[qe[IRAR JI® JBY) SQWWeIF0Id SNOLIBA 9} JO SSOUAIBME JSTRI PUB dJOWO0I] “6 ] SSOUAIBME JO YOB] juuRgesud daoadwy
'SSQuIpear
juowAojdwd  syuopnys JurudyySuans ur yed [njosn e Aejd osje Aoy
WY} 10J PIA1 IYSLI Ay} SI J1 IOYIOYM SUIULIAIOP pue yI1oM Jo 3dA) 10 10309s
1emoned e jnoqe ured] 0} sudpnys 10j sontunyroddo apraoid ueds asoy)
— sdiysurojur 10/pue syudwade[d ssauisng Y3noly) paures ooudLIddxa JI0 A .
* uoneIoudsd 193unok Jy WoIj M3IA, € dp1aoid oym plo sIedk g¢
Iopun SI9PEI| SSauIsng [BIO[ "8°9 SIOPBSSEqUIY, 10109S 10 S19yeads 1sann) .
‘sdiys1osuods 10 satresing .
‘S[IOUN0)) [890] YHIM UOTOUN(U0o
ur DJ Aq pAIdAI[p sa1ef sqol Jurisixa dA[oAUL PINOYs SIY) [qIssod 21y p
‘(sjooyos oy woyy pue 03 odsuern Fuisiuedio sassouisng apnjour YIw
s1y)) sastwaxd ssouisng JO (SAIUID OIAID [BD0]) [19UNO)) “5°9 SJUSWIUOIAUD
[O0YIS-Uuou Ul Paje)I[IoR) - e SqOf IAIS[() PIA, §'0 sAep/siej 1da1e) .
‘(e1q1ssod 219y ) SInoy [00Y9s Jo apisino Ajqerdjaad ‘syuared pue SIIPIOYNEYS 4o
g PIM d3e3ud sassauisnq
syuapnys 103 sAep uonero[dxa/ysisur 10 siyIu uado ‘SYSIA IS PAIRII[IOR] . Moy aA0duur 03 JuEA 2 AL
*010 9[qe[reAe santunjioddo :
‘paxmbar  sqys  ‘sajoxr jo odKy oy Sulkynuopr  soyoid/serejewt .
Apmys osed ‘S0 S[QUUBYO BIPOW [BIOOS JO dsn pealdsopim QIO . SEDTINIENE
SIap[oyaYe)s
29 syjuountedap :9jdwrexa 104 ‘(suondo s1oo1ed
d1qisuodsax IMny SIUIPMNIS Ul IdouUdN[Jul, A3 Y} 1B A3y se) spuared pue spuopnys ‘s1oyoed)
Aoy JueAd[AIX $192189 M ‘1ouuew dn-pautol & ur ‘93e3u9 03 sassaulsng 10j spoyjow [eonoeld
W) WNIPIN M WnIog SIS uo 9213e ‘sassaursnq yynm sdiysiouired 2391109/[00yds mau 10 Sunsixd y3noiyg, ‘g1
'sdnoi3 oFe Jud12JJIp 10J JuswFeIUd/UOTIBULIOJUI
J0 sad&) yua1apy1p "0 woysAs uorieonps Ay y3noay ssaidoid  syuopms
s1opjoyyels se paydepe pue paron, oq pnoys yoeoldde siyp 010 suedw jeym ysnoayy
29 syjuountedap ‘ynm a8e3ud Aoy oym ‘uolyo moy ‘oFedud sassoursnq uoym ‘39 siopraoxd
d1qisuodsax uoneonpd ym JurdeSud sassaursng Jo san[eonoeid oY) 9SIBWIO) 0) JAIIS
Aoy JueAd[AX pinoys yorym (suejd uonedsrunWWod [e10399s apnpour 0)) yoeordde painjonns
W) WNIPIJN M Wniog S[IS © dojoaap ‘sassoursnq yum sdiysioured 039]]09/[00yds mau 10 Sunsixo ysnoiyy, °/|
SIOp[OyaYe)s 9010J310M
29 syjuountedap (4d pue 3@ y3noayy papuny Ajsnoiaaid) sdiysiounreq anyng ay axdsur
d1qisuodsax uoneonpy Ssaulsng Y} Se YONs SIANRNIUL JOULIOY SUIYSI[qRISI-II IO SISSAUISNq 01 sanunioddo are stopraoad
Aoy JueAd[AX i sdigsioured 9391100/[00yos Sunsixa Jurpuedxs apnjour Aeur siyy ojdwexs a1} — uonjeadsur uonedINPd YIM
uLId) 110ys M WNIo SIS 10 'sassauIsng pue sIopIAoid uoneonpa JeUIPIO0I 13)19q 0} SAISAJRIS IAPISUO)) 9] pue uondaorog JudwRSe3ud daoaduy ‘g
ELLLRIELIIN ) pea] SANIANIY Jreuoney uondy Aol 2133)eng

[ouno 1P1IsIa ~—
I9)SIN PIIN
1uebe)) S G

Irejuea) sprequio) mmm X :—



St 93ed

NV1d NOILDV ® LJdOddYd STIDIS YALS1A dIN

(8107 yoleN ‘Sunnsuo)) juswgeuriy 1usgo)) xipuaddy [eonsne)g 1aod se ‘sgurpur] £9AIng :901n0g
(810 Arenuer “ouf 1s£[e1R)) 18 109UU0))) 110day AWoU0dY AFpajmouy] /£ [()Z :90IN0S

uoneyudwdduur
ugpq uondy

SOL)IW J[qISue) ui

s1opjoyayels ‘ue[d uondy pue A391eng [yny pue judwsjdwr o3 parmbar pue £33)eng 10J duUBUL SS99911S 2ANSEON DUE UE
[EREIRA(I(N 2 syuouniedop 90UBUL} PUE SIOINOSII Y} SISUNEA/SISP[OYINLIS A3 Y1 9313e pue SSNOSI(] "§7 | SOWOIINO PIIRIOOSSE PUE $30IN0SAI DS °d R %wﬁwbm oa_«m
dqisuodsar JO JUSUIADIYIE. wnioq E.oEo e o e
Koy JueAQ[aI ‘ue[d UONdY ) Jo uoneudwadwr pue oY} pue ue[J UOTIOY S[IDS 133SI PIIAL U} et =
wid) 1oys M WnIog SIS A3o1eng oy poddns 3s0q 0) WnIo, SIS 121S[) PIA Y3 Jo sdnoi3-qns jeurtIofdy "L pue A391e1S 2U) Jo sdnoa3-qns jeurLIo)yy ‘O )
WnIo | Jo uonejuowd[duwr wnaoy S[IS 193810 39 DRI
ud) 1oys SIS 191S[] PIA 93 Jo Sunyiom diysioupred pue SAIRIOQR[[0 Ay} UTRIUIRIN ‘9T oy spoddng PIA 94} Jo uonenupuo) N
SI9p[oyaYe)s
2 syudunaedap
d1qisuodsax sassauisnq
Aoy JueAd[AIX (0,88 1=N ‘%1 . Jo uonisod auIjaseq & Woly) $SI[ 10 %G ‘(70T JO Se ‘St 1oA0uINy JsSuoure J9A0UIN) JJ€)S
w1e) Suo| M WnIog SIS JJeIS JO SRl [RNUUR 119Y) JRY) SunedIpul sjudpuodsal ssauisng Jo +9,08 Hoddng ‘¢z JO d)ea [enuue DNPIAY ‘A
SIOp[OyaYe)s
29 syjuountedap
d1qisuodsax ssauaAnnodwod S[IIYS ssouIsnq
Aoy JueAd[AX uawdoraaap drysiopesy pue drysimousidonus /ooueuLIo)rad mau/diysanaudadanud
W) WNIPIJN M WnIog SIS 110ddns 031 soAneniur ‘mau do[oAdp 10/pue ‘FUIISIXd JO SSOUIIBME SIRY ‘H7 ssauisng doueyuy j10ddng -
SIOp[OyaYe)s " oPTINY AU} UL AWOU0I 3y} JO JJOU] Y} 10§ MOU dJBINPI PUE JOB “YUIY} 0} PIU
29 syjuounaedap B SI 219U} ISIX? 104 j0U O Jey) uonewone Aq pajeald suonednddo
s[qisuodsar Ul 9q P[NOd PUBLIdP INOQE] 2IMNJ IS[IYA\ "S[OPOW SULJIOM MOU dJBIQUID pue Omqedes
KoY JueAd[RX uonewone Aq paoe[dsip 2soy} J0j uoneonpa pue Sul[[{sal ‘Surures} ul }s9AUL 0} Ppa2dons 03 adoad pue m._—.:_m Jooxd
ULID) WNIPIA M WNIo SIS sassaursnq 110ddns 0y saanentur ‘mau dojoAap Jo/pue ‘FUNSIXD JO SSAUdIBME ISTRY €7 pue sassauIsnq oanyng A.: JuEM O
SI19p[oyaye)s 109 9[qeua ’
% sjuouneds 1M eydes uewny .
dqisuodsar b 'sa3e110ys 1noqe| aumny [enuajod pue A3ojouyody NIVLSQS /NIVLAY ¥
Aoy JueAd[AX pue SunSIXa A} SSAIPAI 0} UOHRWOINE 10/pUB dFUBYD [€I1F0[0UYd9) Judwa|dwt 03 Jo douefeq uoneWoINE pue AULYd
W) WNIPIJN M WnIog S[IS sassaursnq 1oddns 03 soaneniul ‘mou dojaAap 10/pue ‘SUNSIXI JO SSAUIIBME ISIRY 7T 1S oy Surpur [ed130[0utd9) Ja0ddng 3
SIOp[OyaYe)s
% sjuounaedop
d1qisuodsax “BAIR I2IS[ ) PIA U} Ul A)1[198 /21U uorjeAouu] Suridouiduy 29 SuLnjornuey
Aoy JueAd[AX pasueape ue jo judwdo[oAdp Ay spremoy papiaoid aq 0} joddns jeuonippe
ULID) WNIPIA M WNIo SIS 105 Tenuojod o) ‘s1OpOYANEIS IOYI0 pPuB DMS PIM uonodunfuod ur ‘arofdxg ‘[g
SIOp[OyaYe)s
29 syjuountedap
d1qisuodsax -ooe[djosjIew Ay} UI QAIORUI A[[BIIWIOUOD S PISLI0F)ed Anpiqededs
Aoy JuBAd[AX asoy) pue (p[o sIBAIA ¢z I0A0 dsoyy 9'1) saonuaidde 1opjo 103 papraoid oq pue s[[Iys ureisns SIANUIIUI/SIA BIIUL
ud) 1oys M WnIog SIS 01 310ddns 1euonippe 1oy [eruajod ayy ‘OJ pue I YPim uonounfuod ur ‘vrojdxy ‘gz | sossauisng uoddng mau jo durpdid doppasq  °r
ELLLRIELIIN ) pea] SANIANIY Jreuoney uondy Aol 2133)eng

1usbe))

[1oUno) 1PmsIa
13)S[N PIN
ypejn re]

I1eJURI) MRYUIO) %:PA&::



Combhairle Ceantair

LarUladh
Mid Ulster OFFICIAL-SENSITIVE-COMMERCIAL CO g en-l-

District Council

6.5 Wider Considerations

The above Action Plan should be seen as a living document that is reviewed and updated in response to
emerging opportunities and changes in the employment and skills landscape over time. At the time of
writing, the Consultancy Team has identified that such opportunities and changes might involve:

The Businesses must have confidence that the apprenticeship levy system, and the funding

Apprenticeship available for skills, can deliver what they need. Each sector has very different skills

Levy needs, structures and routes to progression and businesses require flexibility to train
according to their specific needs.

Brexit With the advent of Brexit, competitiveness has never been more important —

appropriately skilled labour is vitally important for businesses’ competitiveness. The
Brexit sub-group of the Mid Ulster Skills Forum is tasked with identifying new
opportunities and key challenges, as the final position relating to Brexit becomes clearer.
Welfare reform Given the recent changes to the welfare system in Northern Ireland, the Skills Forum
may, for example, identify future opportunities to explore the challenges associated with
attracting long-term unemployed back into the labour market.

MID ULSTER SKILLS REPORT & ACTION PLAN
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