








1.6 The Impact Review - supply and demand

LLUK occupies a unique position in the Skills for Business Network as the only sector skills
council that represents the providers of education and training for all the other sectors.
Recruitment difficulties in skills shortage areas in the FE sector will significantly affect the
ability of other SSCs to develop their workforces. As a result LLUK is undertaking a unique
strand of activity called an Impact Review which focuses on reviewing the SSAs of the other
24 SSCs in order to understand their potential impact on future workforce planning and
implications for the lifelong learning sector workforce across the UK.

Following the initial review of SSAs, LLUK will be working collaboratively with other SSCs
and partners to ensure that the skills base of the FE sector meets the current and future
needs of employers. Emerging themes from the SSA analysis to date, drawing on
discussions with ConstructionSkills, SEMTA and SummitSkills include developing the
capability of the workforce to deliver new qualifications, new forms of delivery of learning,
quality and flexibility of delivery and the need to build the capacity of the sector in line with
the forecasted increase in leamers and the rapidly developing knowledge base of STEM
subjects. One of the recommendations of the Impact Review work in respect of the STEM
agenda was the importance of undertaking collaborative work with the National Skills
Academies.

National Skills Academies have already, and are being developed, by SSCs and the first
tranche of these are in STEM subject areas such as Construction'®, Manufacturing, Food
and Drink Manufacturing, and Financial Services. One aspect of LLUK's work is to identify
the impact that these will have on the LLUK FE sector workforce.

In every regional economic strategy (RES) there is at least one STEM area identified as a
prionity - part of LLUK's SSA Stage 1 work was to review these and the final SSA Action Plan
will include sections relating to regional strategic partnerships and plans. Technical and
Industnial updating is a significant factor for both employees and teachers to ensure
economic growth across the regions. LLUK works in the regions with strategic partners to
support the development of planned continuing professional development (CPD)
opportunities and is currently in discussions with SEEDA regarding a regional STEM
Education and Skills Framework for CPD.

Section 2 - Programme of work underway

2.1 A Sector Skills Agreement for the lifelong learning sector
(SSA)

LLUK is in the process of completing each of the five stages of the SSA process to produce
a UK wide SSA. This means that LLUK has undertaken an assessment of current and future
skills needs within the lifelong learning sector, together with an assessment of the current
supply of skills provision. This work has been market tested with all of LLUK's employer
groups across the UK and is currently undergoing further consultation with employers,
partners and stakeholders to help shape possible solutions.

'8 ConstructionSkills, SEMTA, Improve and Financial Services - planned academies include the
Nuclear Industries
'@ South East England Development Agency

2.2 Current skills issues

A 2006 report in England Incentive Shortage Subject Funding (Pye Tait, 2006} identified the
following STEM related subject areas as facing difficulties in recruiting and retaining teaching
staff:

¢ Construction (advanced plumbing, joinery, carpentry)
« Engineering (electrical, mechanical, refrigeration)
o ICT (specialised areas rather than basic/general ICT)

e Science (pure and applied)

These findings were supporfed by an earlier study carried out by York Consulting in 2005 in
England Recruitment and Retention in the Post-16 Leaming and Skitls Sector which found
that surveyed colleges experienced hard to fill vacancies in the following areas:

e Construction (15% of colleges)
e Engineering (6%)

e Health and social care (5%)

e ICT (4%).

A shortage of fully qualified Skills for Life teachers and trainers was also identified through
the SSA research which has implications for mathematics.

According fo the survey participants, the most important reasons for hard to fill vacancies
were poor terms and conditions (reported by 43% of affected institutions) and a low number
of applicants with the required skills (42%). Other factors included competition from other
employers and lack of relevant qualifications.

One of the most significant barriers to recruitment has been highlighted as the inability of the
FE sector to match the salaries offered by schools, HE and industry. This then makes it
difficult for FE institutions to compete for the higher paid and higher qualified people in the
labour market. It will be important to consider this alongside the increased demands from the
school sector for vocational teachers. ’

2.4 Future skills issues - the ageing workforce and increased
demand for professional staff

Future demographic changes including the ageing of the labour force will have an impact on
recruitment across the UK Further Education workforce. Information on the age profile of the
college teaching staff shows that 52% of staff in England were aged 45 and over in 2004/05.

The 2002 Skills Foresight Survey noted that the current age profile of teachers and the
dependency of colleges on part-time and casual teaching staff will have major implications
on the sector's ability to respond to increasing learning demands. In terms of future skills
shortages, significant proportions of employers in England, Scotland and Wales indicated
that they expect the demand for professional staff to increase over the next five to ten years.

With an increasing demand for professional staff it will be important to develop career
pathways and opportunities for the wider workforce and widen participation. SSA research
did not identify a shortage of technicians in the FE sector - however our research into the HE




sector did reveal that there are shortages and CPD needs related to the technician role. It is
likely that this would aiso apply to the FE sector and will be a subject for further exploration.

2.5 What is the demand for skills?

The results from the 2006 LLUK Employers survey show that more than half of FE
employers (52%), indicated that they had experienced difficulties in recruiting professional
staff at Level 4 and above. They reported that:

+ Applicants were most likely to lack specialist professional, technical and practical skills,
with 44% of employers reporting skills shortages in this area. This includes subject specific
skills and knowledge as well as teaching and pedagogical skills;

« Employers also reported internal skills gaps in their existing workforce with 40%
indicating that their professional staff lacked specialist professional, technical and practical
skills, in addition to lack of relevant experience;

+ More than half of employers expected the demand for professional staff in FE colleges to
increase over the next five to ten years (52%]).

In 2005, the Department for Education and Skills were concerned to explore with LLUK new
approaches to resolving key recruitment shortage areas to attempt to alleviate the possible
impact of colleges carrying large numbers of vacancies at a time when they are attempting
to increase capacity in the sector. This was particularly relevant with the imminent launch of
new vocational specialist schools and the introduction of the 14-19 specialised diplomas in
2008. The LLUK national project "Trade up to teaching and pass on your skills" was the
resulting pilot in 2007 and this will now inform the planning and delivery of one of four
recruitment and retention programmes entitled Give Something Back.

The Construction project had three distinct phases:

1) A national advertising campaign

2) Two day introductory workshops into the college and construction and building
engineering services departments

3) Three pilot programmes Preparing to teach in the Lifelong Learning Sector
contextualised for construction and building engineering services.

Information Advice and Guidance is available at each stage of the project.

The project was successful in generating a high level of responses (over 4,000) to the
advertising campaign and participants took part in either an introductory workshop or
contextualised PTLLS" . The project has provided valuable direction to the future
programmes.

2.6 FE Sector Workforce Strategy

The FE Sector Workforce Strategy frames current and planned activity in relation to the
professionalisation of the workforce and programmes to support recruitment and retention
across the Sector. The Strategy will encompass all staff in the FE sector.

The SSA for the lifelong learning sector has provided the foundations for the Workforce
Strategy which has a key role in framing the solutions to the skills priorities and needs for the
FE sector in England.

" The new initial award for teaching in the FE sector called Preparing to teach in the Lifelong
Leaming Sector

The Strategy will also consider issues of equality and diversity within the workforce as LLUK
has already collected data which highlights areas for further investigation and possible
positive action. Whilst this data has not been analysed to date in respect o the STEM
agenda this may be another aspect to the work that might be considered, resources
permitting.

2.7 Training and developing the modern professionalised
workforce

September 2007 sees the introduction of new professional qualifications framework for
teachers in the FE sector which will lead to Qualified Teacher Learning and Skills (QTLS)
status and Associate Teacher Learning and Skills (ATLS) status together with a requirement
for at least 30 hours of CPD each year. Teachers will be required to register with the Institute
for Learning (IfL).

Work is underway with key national employers such as the MOD in promoting qualifications
and professional status for their teachers in STEM areas with the development of specific
modules within the qualification framework to encourage formal recognition of teacher skills
in STEM areas.

Progress to date

Success for All (2002): Workforce Qualifications strand outlined a target for having a fully
qualified FE teaching workforce by 2010. An interim target was set that by July 2006, 60% of
part-time and 90% of full-time FE teaching staff would either hold or be working towards a
qualification.

Progress against this target has been reported annually since 2003 by, in the first instance,
the LSC, then latterly since 2005 by LLUK using the Staff Individualised Record (SIR) data.
More recently further analysis of the SIR data in conjunction with DIUS suggests that 82% of
part-time and 89% of full-time staff are qualified or enrolled on an appropriate qualification in
July 2006. '

Based on the methodology used to set the target, the 60% interim target for part-time
teaching staff was exceeded, whilst the interim target for fuli-time teaching staff was missed
by 1%. A detailed report with analysis of SIR data for 2005/06 was published by LLUK in
July 2007.

2.8 Recruitment and Retention Initiatives

LLUK works with DIUS to promote the take up of two schemes designed to encourage
recruitment and retention into teaching in FE sector colleges through a dedicated Information

18 In anatysing SIR data for 2005 06 1t was found that due to the incomplete data from around 10 «full-times and 30-- (part
time) records prewvious reporting on progress towards the 2010 qualification target has underestimated the potential
qualifications of FE teaching staff In order to reporl on the Success for All intenm target more accurately statisticians in DIUS
and LLUK have woiked together to develop a methodoiogy for estimating how many of the 10°30° with incomplete data are
qualified or enrolled on appropriate courses taking into cansideration the qualfication rates of those with compiete data and
other relevant data which is available for all FE teaching staff




and Advice Service for prospective and existing FE sector teachers. These two schemes are
called the FE Sector Bursaries and FE Sector Golden Hellos schemes.

FE Bursaries are paid to teachers coming into shortage subjects and Science, ICT,
Engineering and Mathematics are all included on this list. For the academic year 2005/06
STEM subjects were awarded 10% of bursaries (around 200 out of 2000 bursaries
awarded). Bursaries are only paid to those doing pre-service initial teacher training. The
budget is fixed, with institutions delivering pre-service ITT courses bidding for places. The
budget currently meets just over 90% of those bids. .

Golden Hellos are paid to teachers in their second year of teaching. The programme is
demand led (ie all eligible claims are paid) and over recent years total payments have
ranged from around £5m to around £6.5m). For the year 2006/07 STEM subjects were
awarded around 29% of the 1300 payments made under the scheme.

2.9 Skills for Life

LLUK has responsibility for ensuring that an appropriate standards and qualifications
framework is in place for the initial training of specialist subject teachers of literacy,
numeracy and English for Speakers of Other Languages (ESOL) within the FE sector. LLUK
will also ensure that CPD opportunities are available.

All teachers undertaking initial training study a minimum core of literacy, language and
numeracy. The minimum core was introduced in 2004 and revised to ensure that all FE
sector teachers have knowledge and personal skills in literacy, numeracy and ICT. LLUK is
working with DIUS to find the most appropriate way of assessing the personal skills of
teachers in English, mathematics and ICT. CPD opportunities will also be developed for
existing teachers.

LLUK is also responsible for ensuring the training needs of vocational and other subject
teachers and learning support in respect of Skills for Life are met and is developing a
qualifications framework for learning support

In order to develop the workforce strategy in relation to Skills for Life, LLUK has undertaken
a survey of the Skills for Life workforce which identified the number of practising teachers
who are not qualified and the characteristic of the unqualified workforce to inform future
work.

LLUK has developed the application of the new professional standards for specialist
teachers of literacy, numeracy and ESOL and is also developing standards for those in a
learning support role with a Skills for Life specialism.

National Reference Point (NRP)

The National Reference Point Skills for Life professional development (NRP) is hosted by
LLUK and has been established to offer specialist information and advice to those intending
to join the Skills for Life profession, existing teachers and learning support staff, as well as
those with an interest in their development. The NRP will ensure that up-to-date information
on current developments is available from a single source, which will include information on
standards, qualifications and broader professional development opportunities. Information
and guidance materials are available for those in an advisory and signposting role through
the LLUK website and dedicated advisors providing a telephone information and advice
service. NRP works closely with the Quality Improvement Agency (QIA) to ensure that
information, advice and guidance (IAG) training is targeted at areas of need.

LLUK works in partnership with the National Centre of Excellence for Teaching Mathematics
(NCETM), meeting regularly with them and has membership of the NCETM Advisory Group.
The remit of the NCETM includes the interpretation of both the Training and Development
Agency (TDA) and LLUK professional standards in respect of mathematics and CPD and
highlighting available learning opportunities. NECTM is developing a sustainable national
infrastructure for subject specific professional development for teachers of mathematics.
This is a vital part of strengthening the teaching and learning of mathematics; it will realise
the mathematical potential of learners and raise the status of the profession (includes Post-
16). LLUK is also a member of the Advisory group for Functional Mathematics and working
with QCA on the development of function skills in mathematics at Level 3.

2.10 14-19 CPD

LLUK has worked in partnership with the TDA to develop an online Training Needs Analysis
tool to inform the generic CPD needs of teachers who work for organisations delivering the
new Diplomas. A report on excellence in applied learning has also been published®. LLUK
has not been involved to date with the subject specific professional development on the lines
of learning relating to the 14 broad economic sectors - this work is being taken forward by
QIA

There are FE sector STEM specialists who will work in partnership with School STEM
specialists in the delivery of Diploma lines from September 2008/09/10 as part of successful
gateway consortia. (The primary STEM specialists are indicated, this is not to suggest
exclusivity)

« Creative and Media (Technology)

« Construction and the Built Environment (Engineering)
« Engineering (Engineering)

« Information Technology (Technology)

« Society, Health and Development (Science)

From September 2009:

« Business Administration and Finance (Technology)

« Environmental and Land based Studies (Science)

« Hair and Beauty (Science)

« Hospitality and Catering

« Manufacturing and Product Design (Engineering, Technology)

From September 2010

» Public Services (Technology)
» Retail (Technology)

» Sports and Leisure (Science)

» Travel and Tourism (Technology)

'S Excellence in Applied Learning (LLUK, TDA 2007)




LLUK is working in partnership with other SSCs and together with the Childrens Workforce
Development Council nationally and regionally to provide support, as appropriate, to the
gateway consortia planning to implement the new Diplomas.

2.11 Foundation Degrees and delivery by FE colleges

A significant proportion of Foundation Degrees are taught and delivered by FE colleges (and
sometimes by other training providers). As they are designed in partnership with employers
in collaboration with other SSCs LLUK is also interested in the specific workforce needs
required to deliver these qualifications. Many of these courses have flexible teaching
arrangements including part-time or evening attendance at college, distance learning or
learning via the internet. As they are validated by a named university, there are additional
workforce implications.

Section 3 - Planned activity and ways forward

3.1 FE Recruitment and Retention Programmes (The Catalyst
Programme)

This FE Recruitment and Retention Programmes seek to develop world class management
across the FE Sector, and ensure that we have teachers, tutors and trainers with the right
levels of vocational skill and expertise to deliver effectively to the sectors they serve. These
represent the overall objectives of the programme, which will be achieved through enabling
the FE system to:

o Recruit talented graduates

« Encourage highly effective managers from other sectors to come in to FE
« Provide opportunities for skilled specialists to teach in FE

« Provide opportunities for FE staff to update their skills in industry.

These four programmes are:

« 'Make a Difference’, a programme to encourage high-flying graduates to make a career
in the sector. ; ; i

+ ‘'Business Talent', a management recruitment programme as suggested by Sir Andrew
Foster, to help colleges and providers attract exceptional talent from business and the public
sector into senior management roles.

» 'Business Interchange' to offer teachers and trainers structured expenence and training
in relevant business sectors and create parallel opportunities for industry experts to give time
to local colleges and providers.

+ The 'Give Something Back' programme, to be run in collaboration with the Skills for
Business network, will give technical and vocational specialists opportunities to teach in
colleges and providers to fill key vacancies and to prepare the next generation for their
industry. This programme will have a rolling plan of work with priority sectors and will provide
colleges with an additional channel of development to support the new Diplomas. The first
sector is anticipated to be engineering.

The latter two programmes will be particularly relevant in supporting the STEM agenda and
there are potentially opportunities for collaboration between the STEM ambassador scheme
and Business Interchange.

3.2 Future areas for exploration

Subject to the availability of resources and guidance in terms of broad direction in respect of
the STEM agenda, other potential areas for exploration could include the following:

* SSA Solutions - around developing the capacity and capability of the Sector; developing
partnerships across the lifelong learmning sector with partners and employers; and addressing
recruitment and retention issues

¢ Further partnership work with the TDA on shared workforce prionties related to STEM
such as equality and diversity initiatives related to gender and ethnicity.

» Raising the profile of STEM workforce development with FE sector employers and
partners by including this in the FE Sector Workforce Strategy and Implementation Plan for
England

« Regional partnerships with RDAs to develop the links between economic priorities, align
strategic plans across stakeholders and partners to support FE sector workforce
development -

+ Exploring how HE can support STEM in the FE sector, for instance links with Lifelong
Learning Networks (LLNs) who are providing CPD opportunities to lecturers, teachers and
trainers to support regional sector priorities

o Exploration of cross sector SSC STEM alliance through LLUK's pivotal role within the
Skills for Business network in order to achieve coherence and alignment of SSC activities.

LLUK would welcome feedback and discussion on the information and issues in this paper
and also on the following questions:

1. What information about the FE sector workforce in England would be helpful in going
forward?
2: What information/data and resources might be available through the STEM group to

help support and develop LLUK's understanding of the FE sector workforce?

For further information contact Lifelong Learning UK:

Pauline Moylan
West Midlands regional manager/STEM Lead

Tel 07921 291342
paulinemoylan@liuk.org




1.1 STEM Teaching Workforce in the FE Sector Colleges
(source: the Staff Individualised Record (SIR) Data)

This is a brief statistical analysis on those teachers identified in the SIR as teaching in either
of the following subject areas:

Science and Mathematics

Engineenng, Technology and Manufacturing

Information and Communication Technology

Future analyses will focus on learning support assistants and technicians supporting STEM
subjects.

1.1.1. STEM staff as a percentage of all teaching staff — 2002 through 2006
Al o2aEss
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These figures show that the % of teaching staff delivering STEM has consistently remained
between 18% and 19% over the 4-year period. This information can be seen in the graph
below.
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1.1.2. 2. Part-time/Full-time and Gender of STEM teaching staff against Non-

STEM teaching staff - 2005/2006

FE Staff by Gender - 2005/2006
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These figures highlight the gender differences between STEM teaching staff and teaching
staff (and all FE staff as a whole). The majority of non-STEM teachers are female with a
female to male ratio of around 60:40. With STEM teachers as a whole, this is reversed.
However, this seems mainly due to the >90% male proportion of Engineering, Tech and
Manufacturing teachers, as the other STEM subjects have more female than male staff.

Part-time/Full-time - STEM v Non-STEM teachers 2005/2006
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Again — this shows the difference between the STEM and Non-STEM teaching workforce
with the majority of STEM teachers being full-time.

-

.1 3. STEM Teachers by Age/Region




STEM Staff by Region - 2005/2006
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Highest Teaching Qualifications Held - STEM v Non-STEM teachers 2005/2006
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5. Annual Pay: Full-time STEM teachers vs. full-time non-STEM
teachers
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