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Executive Summary
· The survey aimed to scope the attitudes of employers in the Progress South Central area (Berkshire, Buckinghamshire, Oxfordshire and Surrey) regarding current education and training practice and anticipated future development. 
· The target population was leads for learning / development / education in health and social care organisations in the Progress South Central Area; an online survey was used with a sample of 34 giving a response rate of 26%.
· Older age and mental health services were the most commonly mentioned services provided by respondents (40% each); acute services, social care and long term conditions were each mentioned by 30% of respondents 

· A majority of respondents (56%) represented organisations employing more than 2,000 people

· The most frequently identified training and education needs for staff were to do with developing staff in bands one to four (three respondents) and meeting statutory and mandatory requirements (also three respondents). 

· 70% (n=7) of respondents felt that their workforce needed to access higher education / qualifications; 20% of respondents (n=2) considered that their workforce did not need to access higher education / qualifications.

· 100% of respondents considered that their employees need to access education / training at HE level; 88% consider that their employees need to access in-house provision (e.g. for NVQ2 and NVQ3). 75% of respondents consider that their employees need to access education / training at FE level (e.g. NVQ3, NVQ4)

· Employers considered that education and training was needed for the workforce in management (80%); vocational (80%) and professional (70%) areas.

· 89% of respondents commissioned NVQ2 and the same proportion commissioned NVQ3. 56% commissioned NVQ4 and the same proportion commissioned BSc / BA or continuing professional development

· Attitudes to foundation degrees were largely positive; 40% of respondents said that they sponsored (commissioned) foundation degrees; 30% said that they did not and 30% did not know. 60% considered that foundation degrees are currently important and 70% consider that they will be important in the future. However just 50% of respondents felt well-informed about foundation degrees, perhaps indicating a demand for better / improved communications regarding foundation degrees.
· The most frequently used modes of delivery (currently used ‘a lot’) are work-based learning (44%) and part-time study (56%).
· Respondents perceived that there will be large increases in the use of training  and education delivered through e-learning and work-based learning but no increase in part-time study (use already at a high level).
· Respondents also perceived that barriers to changing modes of delivery were to do with resources, infrastructure (particularly IT) and the difficulty of changing established cultures, and ways of thinking about delivering mediation and training.
· A significant majority of respondents (62%) said that they would be prepared to provide mentoring or curriculum design; half were prepared to provide payment for education and training, information and guidance or assessment or curriculum content
1. Introduction

1.1 Aims and objectives

The survey aimed to scope the attitudes of employers in the Progress South Central area (Berkshire, Buckinghamshire, Oxfordshire and Surrey) regarding current education and training practice and anticipated future development. 
1.2 Research strategy and methods
The target population was leads for learning / development / education in health and social care organisations in the Progress South Central Area. A convenience sample of 34 was produced from Progress South Central’s (hereafter abbreviated to PSC) contacts database. 

An invitation to an online survey was sent to this sample. Nine respondents completed the online survey (after two email reminders and phone canvassing) giving a response rate of 26% which is within the expected range for an online survey.
Due to the relatively modest sample size and response the results of this survey must be taken as indicative or explorative. They may be thought of as a pilot study for a more representative sample survey at a later time. The findings may not be generalised to the target population with confidence. One respondent in this survey equals approximately 11% of the response on most questions (n=9) so both the frequency and the percentage responses should be borne in mind.

2.
Findings
2.1
Respondent characteristics
It was not considered relevant to collect data on respondents’ ethnicity, gender or age because respondents were asked to participate on behalf of an organisation rather than as individuals. Furthermore,  a  convenience sample, (rather than the more usual  random sample) was used which limits the extent to which the findings may be generalised from the sample to the population. Should the survey be repeated with a larger sample then clearly the representativeness of the sample on key demographics variables should be considered.
However, the survey did collect data regarding job title and role. 

2.1.1
Examples of job titles:

‘Head of workforce development’
‘Head of education, training and development’,

This would seem to confirm that the many in the sample were at least members of the target population (albeit not necessarily representative of that population). However one respondent indicated that she was an ‘influencer’ rather than an employer.
2.1.2
Examples of roles

‘to oversee all training services in our organisation and external clients’

‘post-registration commissioning
‘responsible for education, training and workforce planning within NHS Foundation Trust’
2.1.3
Length of time in role

	45 % of respondents had been in post for less than a year.
	Chart 1:
Length of time in current post n=9



	· Nearly half of respondents (45%) had been in post for less than one year, which may suggest high staff turnover in the target population (leads for learning, development, education in health and social care organisation).

· However, another segment of respondents had been in post for 4-6 years (33%) and 11% of respondents had been in post for 10 years or more.
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2.2    Services provided by respondent organisations
	The most frequently mentioned services were old age / mental health, acute services, social care and long term conditions.
	Chart 2:
Services offered by respondent organisations (multiple choice question - responses do not total 100)


	· Older age and mental health services were the most commonly mentioned (40% each)

· acute services, social care and long term conditions were each mentioned by 30% of respondents 
· 40% of respondents gave an ‘other’ response which included learning disabilities (two respondents) and one each for ‘care associations’ and ‘education and social services’
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2.3   Number of employees in respondent organisations

	Leads for learning development / education in health and social care are typically working for very large organisations
	Chart 3:
number of employees in respondent organisations (n=9)



	· A majority of respondents (56%) represented organisations employing more than 2,000 people and a further 11% represented organisations with 201-500 employees.
	[image: image3.emf]1,001-2,000

11%

201-500

11%

71-80

11%

10 or less

11%

more than 

2,000

56%




2.4 Perceived most important education and training needs
The most frequent response to this open-ended question was to do with developing staff in bands one to four (three respondents) and meeting statutory and mandatory requirements (three respondents). 
Other training and education needs which were mentioned included ‘English for migrant workers’, ‘values training’, ‘palliative care’, ‘long term conditions’ and ‘acute / high tech care’.
2.5 Perceived need for workforce to access higher education / qualifications
70% (n=7) of respondents felt that their workforce did need to access higher education / qualifications; 10% of  respondents (n=1) were not sure or didn’t know and 20% of respondents (n=2) considered that their workforce did not need to access higher education / qualifications.
2.6 Areas where employers perceive that education and training is needed

	A large majority of respondents considered that their workforce needed management, professional and vocational education and training 
	Chart 4:
Types of education and training is needed (multiple choice question - responses do not total 100)



	· Employers considered that education and training was needed for the workforce in management (80%); vocational (80%) and professional (70%) areas.
· 70% of respondents indicated an ‘other’ response ‘ these were ‘foundation degrees’; ‘skills for life’ and ‘volunteering’
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2.7 Level at which employers perceive that education and training is needed

	All respondents (100%) consider that their employees need to access education / training at HE level


	Chart 5:
Level at which employers perceive that education and training is needed (multiple choice question - responses do not total 100)



	· 88% of respondents consider that their employees need to access in-house provision (e.g. for NVQ2 and NVQ3)
· Three quarters of respondents consider that their employees need to access education / training at FE level (e.g. NVQ3, NVQ4)
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2.8 Education / training providers currently used by employers

Providers which were mentioned by respondents included Thames Valley University; Oxford Brookes University; Reading University (for non-medical prescribing); Bedford University; Open University; Oxford and Cherwell FE College; University of Surrey; University of Brighton and Crawley College of HE. Several employers also mentioned in-house provision and focused short training events funded directly by PCTs or SHAs delivered at the employers’ premises. 
2.9
Education and training commissioned from providers
	A large majority of respondents commissioned NVQ2 and NVQ3. A majority also commissioned NVQ 4, BSc / BA or some form of continuing professional development
	Chart 6:
education and training commissioned (sponsored) (multiple choice question - responses do not total 100)



	· 89% of respondents commissioned NVQ2 and the same proportion commissioned NVQ3
· 56% commissioned NVQ4 and the same proportion commissioned BSc / BA or continuing professional development
· A third of respondents commissioned MScs / PHDs
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2.9.1
Foundation degrees

Additionally (in a separate question asking specifically about foundation degrees) 40% of respondents said that they commissioned (sponsored) foundation degrees; 30% said that they did not and 30% did not know.
	In general, respondents had positive attitudes towards foundation degrees but just half said that they were well informed about them perhaps indicating a demand for more communication / information regarding foundation degrees
	Chart 7:
Employers; attitudes to foundation degrees. % agreeing or strongly agreeing with each statement (n=9) 


	·  (70%) of respondents consider that foundation degrees will be important in the future than think they are currently important (60%) 
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2.10    Employers’ sources of information regarding education and training
Responses to this open-ended question ‘As an employer, how do you find out what education and training is available?’ included the following:

‘ask the client. local and national networks’
‘relationship with HEIs, SHA networks,web sites’
‘through the SHA, information passed on through providers, networking with other trusts’

‘via discussions with NHS employers and education providers’
 ‘through contracts and from the local HEIs’
‘through training dept’

‘university prospectus, education partnership meetings, curriculum development meetings’
These responses suggest that information is obtained to some extent on an informal basis through contacts / networks. As one respondent explained there is (apparently) no formal centralised database or log of information regarding available education or training
‘it is not coordinated / centralised and there is no facility to record these details at the moment’

2.11
Employees’ sources of information regarding education and training:
Employers were asked ‘how do you think that your employees find out about what education and training is available?’. It should be borne in mind that this is the employers’ assessment of employees’ sources of information. Responses included these:
‘by clinical areas managers’
‘information sent out through training dept, information may be targetted via specific working groups, SHA’
‘internal training brochure  via colleagues  via web sites’
‘my newsletter, website, conferences and events in surrey care community’
‘through the web - but for vocational I hope it is through the NVQ centre’
‘trust education, training and development website trust training directory  posters’
‘trust e-bulletin  personal enquiries to ETD team and education provider  informed through statutory and mandatory training matrix  informed by policies and procedures’
‘via education providers and NESC’
2.12   Identification of workforce training needs

Respondents were asked how they identify workforce training needs. Responses to this open-ended question indicated that personal development plans (or similar) were central to identifying workforce training needs.

‘annual TNA
 in December/January’
‘training needs analysis; PDPs’
‘training needs analysis; service development plans’
‘PDP
 ideally’
‘training needs analysis;  application for CPD through bursary  appraisals / PDRs
’
Other responses included the following which indicate that national or even international agenda and policy developments (or mandatory training or development requirements) have a significant role in shaping employers’ understanding of their workforce training needs:

‘national and local agendas’
‘not applicable for me but we have an ESF
 project at moment called ‘seas’ which is helping employers with this but regulation requires them to have workforce plan, plus we also promote IIP
’.
‘via education leads within NHS trusts and PCTs’

2.13   Employers advice and guidance to workforce regarding education and training
80% of respondents said that they have personal development planning in place (e.g. regular staff development review / appraisal).

90% of respondents said that they do have advice or guidance in place for their workforce regarding what education or training is available. Open-ended responses to this question included the following:
‘ETD
 website  ETD strategy  Training directory  ETD team’
‘Internal brochure, Intranet,  Posts in place to advise’
‘Leaflets; appraisals; NVQ Dept’
 ‘Regular meetings are held with Education Leads from Trusts and PCTs and information briefings are circulated.  This could be improved’.

‘Telephone help-lines. Training directory on-line’.

‘Trust Training Directory;  E- bulletins;  Targeted Electronic information’
‘we have a flyer for vocational workforce which gives them a central number - we then send an application form off to them with explanation’.
2.14   Modes of delivering of education and training (current and future)
The most frequently used modes of delivery (currently used ‘a lot’, from the list of modes offered in the survey) are work-based learning (44%) and part-time study (56%).

Chart 8:
Current and future modes of delivering education and training (ns vary per item but do not exceed 10)
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2.15   Summary of predicted trend in modes of delivery 
Chart 9 (below) suggests that all the modes of delivery mentioned in the survey will be used more frequently in the future with the exception of part-time study. Respondent perceptions are that there will be particularly large increases in the use of training  and education delivered through e-learning and work-based learning, with no increase in part-time study (already at a high level with 56% of respondents using this mode ‘a lot’). 
Chart 9
Percentage differential (respondents who say that each mode will be used ‘a lot’ in the future as compared to the present) (N.B. these data represent employers estimated trend based on a small sample. Ns vary per item but do not exceed nine)
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2.16 Employers’ perceptions of barriers to the delivery of education and training
Respondents were asked to ‘Please describe any significant barriers which might prevent your organisation from using different forms of delivering education / training?’ 
Responses indicated that funding and infrastructure (particularly IT infrastructure) were perceived as significant barriers to changing modes of education and training delivery but that cultural factors were also perceived as potential barriers to change. 
‘cultural, time commitments, back fill requirements,
‘funding and time’
‘linear thinking’
‘many do not have access to computers, English skills’
‘poor IT support - old system network protected - lack of computers  Organisational culture  
‘staffing shortages - difficulty releasing staff, no time’
‘takes a long time for staff to change learning styles e.g. use of e-learning and distance learning;  availability of time to complete e-learning;  availability of hardware and support from IT’
‘we need to engage more in discussions with employers and education providers to determine the demands of our workforce.  An adequate learning infrastructure needs to be in place to support different forms of education delivery i.e. mentors/assessors etc’.
2.17
Employer’ willingness to contribute to the development of new education and training for their workforce
Employers were asked ‘Would you be prepared to contribute to the development of new education and training for your workforce in any of the following ways?’ (response options and frequencies shown in Chart 10).
A significant majority (62%) said that they would be prepared to provide mentoring or curriculum design; half were prepared to provide payment for education and training; information and guidance and assessment or curriculum content.
38% were prepared to facilitate staff secondments and the same proportion were willing to support work exchanges with similar employers / organisations.

Chart 10:
Employers’ willingness to contribute to development of new education and training (multiple choice question - responses do not total 100)
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� Training needs analysis


� Personal Development Plan


� Personal Development Review


� European Social Fund


� Investors in People


� Education, training and development
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