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Build UK carried out a survey of its members during the second quarter of 2019.  This survey was carried out to “assess the provision of training, issues around recruitment and the skills needs of the industry” (Lyons, 2019a).  This survey found;

· 53% of members felt that the recruitment of skilled workers was harder that in the previous quarter
· 49% of members were unable to expand their business due to shortfalls of skilled staff
· 60% of members felt there was a shortfall of apprentices to meet industry demands.

With the shortfall of skilled workers within the construction industry, it is becoming a constant battle to keep them within their organizations.  This in turn leads to an inflation of wages as well as preventing some businesses from expanding.  The fact that 60% of the members felt that there were not enough apprentices to meet industry demands is alarming. This will only make the situation worse and more should be done to improve the number of skilled workers in the industry.  Build UK completed the same survey again to see if there were any changes during the third quarter of 2019.  

This report indicates that the there is a decrease of 17% in the number of members who found it more difficult than the previous quarter to recruit skilled workers.  However, over half (51%) found it as difficult to recruit skilled workers as the previous quarter.  This is supported by the training and skills quarter 3 report where it found the “62% of employers are struggling to recruit because of a lack of candidates” (Lyons, 2019b).   The survey also found that 72% of specialist sectors felt that there was a shortfall of apprentices available to fill their vacancies (Lyons, 2019b) which is an increase from 57% from the previous quarter (Lyons, 2019a).  This is surprising as 50% of respondents felt that the construction apprenticeship levy was of a satisfactory suitability.  This levy was introduced 1st May 2017 with an aim of helping employer’s pau for apprenticeship training.  According to the CBI, employers invest over “£44 billion a year in skills training and are passionate supporters of apprenticeships” (Fell, 2019) but the number of apprentices is still down.  This has caused calls for the levy to be reformed.  Matthew Fell, CBI Chief UK Policy Director has said “With apprenticeship starts significantly down, it’s clear that the Levy is not working as intended - especially for smaller firms. Despite its rocky start, employers want to support the Government’s efforts to evolve the system and play their part in making the Apprenticeship Levy work” (Fell, 2019).  He also indicated that the apprenticeship levy could be an obstacle to their efforts to update the skills system and in turn could be a contributing factor for the low number of apprentices entering the industry.

CSCS Card Scheme
With the change to the previous CSCS card scheme, it is likely that the number of apprentices entering the industry, or the number of workers undertaking vocational qualifications to increase.  This follows the removal of the construction site operative card (CSO).  CSCS, the organisation that issued the cards reported that “Up until July 2014 CSCS had issued over 700,000 green CSO cards” (CSCS, 2014).  They have said that this was the easiest card to achieve and was not fit for purpose in ensuring a qualified workforce.  Several professionals operating in a managerial/supervisory role had this card.  This led to CSCS reviewing their card system and how they were obtained.  A report completed in 2011 by Pye Tait consultancy for the HSE and Construction skills points out that “the "card scheme" approach, as a secondary means of evidencing competence, and as currently implemented, carries a number of quite crucial weaknesses.” (Pye et al, 2011).  The report highlights that there are three main ways to acquire the CSCS cards and notes that industry accreditation (Grandfather rights) as being a cause for concern.  The routes to competence 2011 and competence in construction report 2014 both identify that employers have concerns over the CSCS card system at the time.  Both reports called for a “rationalisation and simplification of this system and for a clearer, industry -wide understanding of what the card/certification system actually means” (Pye, 2014).  The CDM 2015 regulations echoes these concerns over the legitimacy of the cards and states that “sole reliance should not be placed on industry certification cards or similar
being presented to them as evidence that a worker has the right qualities” (HSE, 2015).

The new CSCS card scheme now requires recognised qualifications to be able to apply for a CSCS card.  In conjunction with the CITB, they developed a new level one qualification and renamed the card as Labourer.  To obtain a labourer’s card, applicants are now required to complete the health, safety and environment test as well as complete the RQF Level 1 in health and safety in a construction environment.  This enables them to carry out work on a construction site as a labourer.  This is supported by City & Guilds who stated in a document by them titled City & Guilds Construction – a summary that “Construction related NVQs, at the relevant level, qualify learners for either the Skilled Worker, Advanced Craft/Supervisory or Manager CSCS cards. For the Labourer card, candidates will need to take the Level 1 Award in Health & Safety in a Construction Environment (or CSCS approved equivalent) and pass the CITB HSE test” (City and guilds, 2018).  This means that most workers on site will be required to have a skilled worker CSCS card.  

To be able to obtain a skilled worker CSCS card, they must have “achieved a construction related NVQ/SVQ level 2 or completed an apprenticeship, such as an Employer sponsored apprenticeship, a City and Guilds of London Institute Craft Certificate” (CSCS, 2019).  Many skilled workers currently working in the construction industry will be able to apply for this card having already completed work-based training to the required level.  Those that have not completed this training already will be able to register for an Experienced worker card.  This can be applied for once the applicant has registered for the required qualifications and before their current card expires.  It can also be applied for if the time taken to complete the qualification is greater than the time remaining on the card.  This is only applicable for those currently working in the construction industry with those looking to have a start needing to complete this before registering for a card to be deemed a skilled worker or register for an approved apprenticeship.  This will change the construction environment that is currently seen on sites and the also the stigma that construction workers are not very academic.  Construction could be viewed as an industry that is full of professionals who are dedicated to their work and have completed training to demonstrate that they can work in a safe manner and to a high standard.  

The new process to achieve the skilled worker CSCS card could lead to an increase of skilled workers entering the industry.  As highlighted by the Build UK training and skills report in quarter 2 and 3 of 2019, “53% of members felt that the recruitment of skilled workers was harder that in the previous quarter” (Lyons, 2019a) and “72% of specialist sectors believe there are not enough apprentices to fill their vacancies” (Lyons, 2019b). With this increase of skilled workers, there will be a greater pool to employ from.  They may not have the level of experience as some already in the industry, but they have demonstrated their skills and knowledge in completed in their NVQ/SVQ level 2.  Providing that they are assessed correctly, this evidence can be used to assess their competency for the skill that they received training for.  However, the author argues that this is not where the training should stop in relation to NVQ/SVQs and apprenticeships.  Construction companies should take responsibility for creating a skilled workforce as this will not happen on its own.  This is view is supported by the CDM regulations 2015.  Guidance on implementing CDM 2015 published by the Health and Safety Executive states that “nationally recognized qualifications (such as National Vocational Qualifications (NVQs) and Scottish Vocational Qualifications (SVQs)) can provide contractors with assurance that the holder has the skills, knowledge, training and experience to carry out the task(s) for which they are appointed.” (HSE, 2015).    With the changes to the CSCS card scheme, all workers within or entering the industry will have a minimum of NVQs/SVQs at level 1 and above.    

Competence
However, by completing these courses and obtaining a qualification does not make competent workers and the competence in construction report argues that “some employers were treating some cards as evidence of competence when that was not their purpose (Pye, 2014).  This has led to a widespread lack of understanding of what the cards mean and also their certificates (Pye, 2014). HSE defines competence as “the combination of training, skills, experience and knowledge that a person has and their ability to apply them to perform a task safely” (HSE, 2019).  This definition is agreed with in part by Pye Tait consultancy but goes further by saying that human factors are important in an individual being deemed competent.  The report titled “competence in construction” was completed in 2014 and commissioned by the CITB.  The report also argues that there is no real definition of what competence is.  Instead, competence is interpreted differently by different people depending on the industry that they operate in.  The Pye Tait report “regulators, industry authorities and bodies, and companies in every sector have their own definitions, according to their own reference-frames and purposes” (Pye, 2014).   Even though this report proposes that there is no true definition of competency, it does highlight that competency is comprised of four fundamentals.  These are:

· Occupational skills & knowledge (including functional skills)
· Health & Safety skills and knowledge
· Human factors (including self-, situational – and risk awareness. And communications)
· Continuous improvement (including positive experience)
(Pye 2014).

The need for continuous improvement is supported further in the Pye Tait report by saying that competence is not forever due to the human factor.  The report highlights even if the relevant training is provided, firstly “human memory and capability can also degrade over time” (Pye, 2014) and secondly “Complacency is another issue that can impact on competence especially as experience increases or where tasks are repetitive” (Pye, 2014). This brings the need for refresher training at set intervals as shown in figure 1.
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Figure 1 Competence over time	 			(Pye 2014).
In the 2011 Pye Tait report titled “A commentary on routes to competence in the construction sector” identified at the time that “we should be cautious of the word ͘competence” (Pye et al, 2011) and argues that competence should not be just about qualifications.  The report states that in order to have an effective route to achieving competence, the route “cannot end with qualifications or tests, or even with reassessment of those qualifications and tests. In a dangerous industry like construction the term "competence" must encompass both the need for behaviours that limit risks and situational awareness” (Pye et al, 2011).

Figure 1 strengthens the argument in the Pye Tait report that competence is not a binary concept.  Instead it is scalar and gives rise to terminologies such as basic competence and high levels of competence.  The report also highlights that “there is no such thing as 100%” (Pye, 2014) in terms of competency.  In fact, it also highlights that even an expert may not be 100% competent but instead their competency is extremely high.  

Figure 1 also shows how time can have an impact on competency.  The Pye Tait report found that “there is some evidence also that “time” is a strong factor at the early stages of a person’s career for both occupational and health & safety competence.” (Pye, 2014) and that refreshing and maintaining is key to updating competence.  This can be done via refresher training, onsite mentoring and toolbox talks.  However, the report also proposes that “statistics demonstrate, for example, that the most critical period of health and safety risk for construction operatives is immediately after a new employee enters the industry or joins a new company” (Pye, 2014).  CSCS recognised this and, as mentioned previously, withdrew the construction site operative card from being issued (CSCS, 2014).   The Pye Tait Report on Competence in construction was completed in 2014 and commissioned by the CITB. 

Evidencing Competence
The commentary on routes to competence in the construction sector report identifies that evidencing competence can be complex and have “significant areas of weakness where wide3r definitions of competence is concerned” (Pye et al, 2011).  This report suggests that evidencing competence can be summed up as either primary evidence or secondary evidence.  This method of assessing competence is agreed with under the construction design and management regulations (CDM)2015 guidance book L153.  Under regulation 15 guidance, it states that “when a contractor employs or appoints an individual to work on a construction site, they should make enquiries to make sure the individual (a) has the skills, knowledge, training and experience to carry out the work they will be employed to do in a way that secures health and safety for anyone working on the site; or (b) is in the process of obtaining them. Paragraphs 163–173 give guidance on what a contractor should consider when appointing anyone who has gaps in the skills, knowledge or experience necessary for the work” (HSE, 2015)

The competence in construction report 2014 expands on this by saying that competence “cannot be fully evidence by any single means.  Individuals are able to earn and show a variety of separate pieces of evidence” (Pye, 2014).  In terms of primary evidence, the commentary on routes to competence in the construction sector report indicates that primary evidence demonstrates a person’s competency through a system of exams and/or assessments.  This is agreed with by the competence in construction report.  However, the commentary on routes to competence in the construction sector report brings into question how sufficient primary evidence in the construction sector is.  The report says that “most occupational standards have been developed with, and approved by, employers to assess job competence” (Pye et al, 2011).  This approach is contested by the report and questions whether this approach is “sufficiently effective for a relatively dangerous sector such as construction” (Pye et al, 2011).  The report explains that the training rarely includes the main human causes of accidents.  The report states that “whilst construction operatives are assessed through competence based qualifications on their health and safety knowledge and application of that knowledge to their job and its immediate working environments, an understanding of the main human causes of accidents and the application of behavioural techniques to avoid them is rarely included or required” (Pye et al, 2011).   This human factor is emphasised in the routes to competence report 2014 as being one of the key components of competence, the other two being knowledge and skill (Pye, 2014).  The report argues that it is difficult to measure due to it “always measured by observation and informal assessment” (Pye, 2014) and competence is measured “against an agreed syllabus of knowledge and skill, by tests and examinations or other forms of assessment” (Pye, 2014).  	Comment by Juan Ferriz-Papi: If all are the same reference, you only need to put it once.

The competence in construction report highlights that there are many methods of measuring competence and highlights that many have argued “that human factors were capable of being measured and evidenced through such interventions as interviews, touch-screen tests, appraisals, site visits, observations, etc” (Pye, 2014).  Surveys carried out for the report identifies from its respondents that the most preferred methods of measuring competence as being; 

NVQs (which sharply divided respondents who were either very supportive of them or felt they were not suitable at all), 
· industry-recognised training, 
· knowledge examinations and tests,
· familiarisation training, 
· inspections of work carried out,
· refresher training,
· validated records of experience.
(Pye, 2014)

These methods have the potential of collecting large amounts of information to demonstrate an individual’s competence and positive experiences.  A selection of respondents argued that “any new approach to the evidencing of competence should contain sanctions – i.e. the potential to rescind or revoke cards under defined circumstances” (Pye, 2014).  The report proposes that information can be collected using digital technologies, such as chip and pin, phone app or matrix barcode and stored on a centralised database and would act as a mini-CV that will provide verifiable evidence of competence (Pye, 2014).  However, some of the respondent’s question whether this can be done for behavioural aspects as well as physical aspects due to the collected information being “too reliant on subjective assessment” (Pye, 2014).

Complacency
The competence in construction report indicates that complacency can also influence competence.  The report states that complacency can impact competence “especially as experience increases or where tasks are repetitive. The converse is also true, i.e. where some tasks or equipment are not carried out or used very often” (Pye, 2014).  This is important in terms of continuous improvement to ensure an individual remains competent.  This is problem with competency is agreed with by PSI Services who is a global leader in work force solutions.  An online article from February 2018 by PSI Services says that the result of complacency is a false sense of security. It is created when an “individual reaches a comfort level with the common exposures associated with his work environment, he assumes he controls them solely by repeating what he has done in the past” (PSI, 2018).  This shows the importance of positive experience as highlighted by the Pye Tait Report.  PSI proposes that there three steps to reduce complacency in the workplace, which are:

Assess - test your workforce for personal safety. This empowers you and them to confidently know their specific safety levels and to structure coaching and improvement based on their individual needs.
Develop - Provide meaningful feedback to your employees in a structured way. This supports your workers' efforts to improve their personal safety behaviours.  The key is self-awareness from which a person's development plan originates.
Sustain - Integrate internal safety into your safety culture and safety systems.  Choose ones that are simple to implement and reinforce personal safety from an internal perspective.
	(PSI, 2018)

Complacency has the potential to be devastating.  This is demonstrated in a news article published by the BBC 1st October 2019.  This article looked at an initial report into the death of two railway workers.  The report says that it was believed that “the team believed they were working in the "most effective way"” (BBC, 2019) which then "potentially led to overconfidence and a culture that delivered work 'their way' (BBC, 2019).

Training and Skills
There are a range of NVQs available for the construction industry, table of available courses can be seen in appendix 1.  Appendix 1 shows that there is many NVQs available ranging from entry level up to level 6.  These are in place until 2020.  At that point, City and Guilds have said that they “will then hold another review of the NVQs to decide whether a further extension is required” (City & Guilds, 2018).  This is due to apprenticeships changing from the Specification of Apprenticeship Standards in England (SASE) to a new apprenticeship standard.  This qualification system is being used in Wales.  The new apprenticeship standard will follow a similar structure consisting of;	Comment by Juan Ferriz-Papi: Qualification system

· On-programme training 
· On-the-job and off-the-job training. Qualifications may or may not be mandatory.
· Maths and English 
· Behaviours
· End-point Assessment
· Practical assessment (for example task based, observed by an external assessor) 
· Theory assessment (for example multiple-choice tests, short-answer tests, oral questioning, etc.)
(City & Guilds, 2018)


NVQs are based on national occupational standards (NOS) which in turn are maintained by the CITB.  They are qualifications that are “taken by full-time employees, or by school and college students with a work placement or part-time job, that enables them to develop the appropriate skills in a work environment” (City and Guilds, 2018).  A report by Qualifications Wales titled Building the Future found in their review that “NVQs were unreliably and inconsistently assessed. Very few apprentices interviewed had been observed performing tasks on-the-job, despite this being the premise for the qualifications” (Blaker et al, 2018).	Comment by Juan Ferriz-Papi: ? It has no meaning

Pearson offer numerous BTEC courses that cover a wide range on construction topics and are examples of vocational courses.  These courses are designed to “help students secure the knowledge skills and behaviours needed to succeed in the workplace” (Pearson, 2017).  Most of these courses are classroom based although there is a number that are NVQ and competence-based qualifications which are completed in the workplace as apprenticeships.  As defined by the HSE, competence needs an element of experience and classroom-based learning lacks this workplace experience (HSE, 2019).  Higher level BTEC courses are “intended to keep doors open for future study should a student wish to progress further in their education” (Pearson, 2017) where as NVQs “enables them to develop the appropriate skills in a work environment” (City and Guilds, 2018).
 
Apprenticeships in Wales follows the Specification of Apprenticeship Standards for Wales (SASW).  Under guidance notes issued for this framework, it states that “an apprenticeship is characterised by the acquisition of skills, understanding  and  experience gained through a workplace setting (on-the-job training) and learning which takes place away from the normal working environment  (off-the-job training): i.e. learning that leads to the attainment of full competence. For this reason, the competencies qualification should include the majority of its assessment through evidence gathered from a workplace” (Gov, 2017).  The duration of the apprenticeships has come under fire in Building the Future report.  The report states that “most construction employers interviewed felt that apprenticeships in Wales are currently too short and that the standard of work achieved by those currently completing apprenticeship isn’t always of a good standard – particularly those completing a level 2 apprenticeship” (Blaker et al, 2018). This report highlights that apprenticeships varied in length ranging from a couple of moths up to 2 years. Due to the short duration of the NVQs, “some employers stressed that the short length of many apprenticeships had devalued the status of apprenticeships” (Blaker et al, 2018).  HSE guidance on implementing CDM 2015 supports longer duration for training stating that individuals need to be given “the opportunity to gain positive experience of working in a range of conditions” (HSE 2015).  As defined by the HSE, competence is “the combination of training, skills, experience and knowledge that a person has and their ability to apply them to perform a task safely” (HSE, 2019).  The importance of experience is agreed with in the competence in construction report, stating that “human memory and capability can also degrade over time” (Pye, 2014).  These strengthen the argument for longer duration apprenticeships in order to gain positive experience in the area of study.

The Building of the Future report by Qualification Wales highlighted that there are concerns with some qualifications.  The report says that “some level 3 qualifications tested knowledge in an academic context, rather than in the context of skills. This may result in over-testing the skills of articulating knowledge and may derive from a desire to provide progression routes into higher education” (Blaker et al, 2018).  In this report, a further education provider agrees with this and the report quotes that they said that “we are actually assessing vocational students, who have chosen a vocational route, academically. We are possibly stopping those who could be the best trades people from progression simply because we are judging them on academic values” (Blaker et al, 2018).  The report also argues that the structure of some courses including apprenticeships could be a “blockage for progression” (Blaker et al, 2018)  due to learners being required to demonstrate supervisory skills that they would have had no opportunity to practice (Blaker et al, 2018).  

The competence in construction report states that from the information they collected, “the majority of research participants feel that the role of the supervisor in the construction workplace is absolutely critical and that there may exist a skills deficit across the industry in this area – particularly pertaining to Maths/English/ICT, communication and leadership skills” (Pye, 2014).  The report stated that a stakeholder told them that “a supervisor must know good practice and must be able identify bad practice. Interpersonal, mentoring and communication skills are key to identifying hazards and supervisory competence ... Supervisors must embody this message and lead by example. They must be prepared to intervene (need to be robust) if they think work is not safe” (Pye, 2014). The HSE guidance on implementing the construction design and management regulations (CDM) 2015 supports this view on competence in relation to experience under regulation 15 guidance, highlighting that “newly trained individuals need to be supervised and given the opportunity to gain positive experience of working in a range of conditions” (HSE 2015).  This is applicable not only to new persons entering the industry but to all that complete training.  These individuals need to be supervised and educated by a competent person to ensure that they are completing the task as they have been trained to do so.  It is this experience that contributes to competency.  

An online survey completed for the competence in construction report was carried out focusing on how competency is achieved and maintained.  The results can be seen in figure 2.  The statements asked are shown in figure 2 and the response of the participants of the survey shown accordingly.  The competence in construction summarises the information by stating that “respondents were very clear as to the importance of supervision and management, the need for re-assessment and refreshment and the variability of competence depending on personal and situational factors” (Pye, 2014).	Comment by Juan Ferriz-Papi: an	Comment by Juan Ferriz-Papi: figure 2
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Figure 2 Results from online survey
(Pye, 2014)

The L153 guidance book which accompanied the CDM 2015 regulations is a replacement of an approved code of practice (ACOP) that accompanied CDM 2007 regulations and has been argued it is confusing for the construction industry.  Martin Cox from construction manager magazine said that the “new guidance incorporates loosely worded provisions allowing a variety of unclear interpretations. This has led to misunderstanding of responsibilities and confusion over exactly what is required” (Cox, 2016).  This was said one year after the introduction of CDM 2015 but is a point that is argued is still applicable.  An online article by London Market Broking in 2018 has agreed there is an issue in the way in which these regulations are interpreted.  This article says that the changes in CDM 2015 highlights “that the legal responsibility of those working on construction sites has not only increased, but that the position has become significantly more unclear because the 2015 Regulations are not prescriptive which leaves things open to interpretation” (Broking, 2018).  It was said by Martin Cox that the ACOP from 2007 “had legal standing and gave great clarity, as well as examples of what was required” Cox, 2016).  Broking agreed with this point and has said that the ACOP “gave practical advice to clients and contractors on how to comply with the law with on a construction site” (Broking, 2018).  This enabled them to ensure that were complying with law in terms of the CDM regulations.  	Comment by Juan Ferriz-Papi: replacement of?	Comment by Juan Ferriz-Papi: It is	Comment by Juan Ferriz-Papi: For the	Comment by Juan Ferriz-Papi: It has no meaning

Safety and Health Practitioner (SHP) argues against the need for an ACOP, citing information from the Construction Industry Advisory Committee (CONIAC).  CONIAC held a meeting on 18th November 2015 with its members and identified that “the majority of its members thought the case for a new ACOP had not been made” (SHP, 2016).  This is agreed with by the minutes from this meeting where it was said that the views of the attendants that “the CDM Regulations are generally well established and in these circumstances an ACOP was not seen as necessary or adding any value” (Brandrick, 2015).  The SHP argues that the ACOP was withdrawn because of the Lofstedt Review of health and safety regulations in 2012 where a review of ACOPS was carried out.  This review caused the development of a set of principles for future ACOPs to follow.  The aim of these principles was to “provide users with confidence in how to comply with a specific law or regulation” (SHP, 2016).  Any new ACOPs must be shown to “add value, be considerably shorter and be ‘signposting’ in nature” (SHP, 2016).  These principles are endorsed by the HSE Board (Brandrick, 2015). 	Comment by Juan Ferriz-Papi: ?
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	Level 
	Vocational
	Technicals
	NVQs
	More about 14-19 TechBac

More about apprenticeships

	L4+
	
	
	6578 in Site Management (L6)
6577 in Construction Site Supervision (L4)
	

	3
	Core trades
6705 in Bricklaying
6706 in Carpentry and Joinery
6707 in Painting and Decorating
6708 in Plastering
Specialist Trades
6715 in Stonemasonry
	Core trades
7905 in Bricklaying
7906 in Carpentry and Joinery
7907 in Painting and Decorating
7908 in Plastering
Construction Professions 
6720 in Constructing the Built Environment
	Core trades
6570 in Trowel Occupations
6571 in Wood Occupations
6572 in Painting and Decorating
6573 in Plastering 
Construction Operations
6576 in Occupational Work Supervision
6565 in Accessing Operations and Rigging
	Other Services:
ILM
Kineo
Employer Solutions
Digital Me
Learning Assistant
SmartScreen


	2
	Core trades
6705 in Bricklaying
6706 in Carpentry and Joinery
6707 in Painting and Decorating
6708 in Plastering
Specialist Trades
6710 in Wall and Floor Tiling 
6711 in Maintenance Operations
6713 in Dry Lining 
6715 in Stonemasonry
6715 in Craft Masonry
6719 in Roof Slating and Tiling
Construction Operations
6709 in Construction Operations
	Core trades
7905 in Bricklaying
7906 in Carpentry and Joinery
7907 in Painting and Decorating
7908 in Plastering
Construction Professions
6720 in Constructing the Built Environment 
	Core trades
6570 in Trowel Occupations
6571 in Wood Occupations
6572 in Painting and Decorating
6573 in Plastering 
Specialist Trades
5931 in Insulation and Building Treatments
6560 in Wall and Floor Tiling
6565 in Accessing Operations and Rigging
6567 in Interior Systems
6569 in Roofing Occupations
6580 in Formwork
2455 in Steel fixing
Construction Operations
6561 in Plant Operatives
6562 in Maintenance Operations
6566 in Highways Maintenance
6574 in Construction Operations 
	Related Products:
6072 Health and Safety
6073 Building Information Modelling (BIM) 
6157 Street works
6038 in Safe Location and Avoidance of Underground Services
6150 Confined Spaces
5546-60 Employability Skills
Maths and English
Business Skills
Leadership in Construction (ILM)

	1
	Core trades
6219 in Construction Skills 
6705 in Bricklaying
6706 in Carpentry and Joinery
6707 in Painting and Decorating
6708 in Plastering
Specialist Trades
6710 in Wall and Floor Tiling
6715 in Stonemasonry
	
	
	Related Industries:
Building Services
Built Environment Services
Transport Maintenance
Engineering
Utilities


	Entry
	6219 in Construction Skills
	
	
	Quality Assurance:
Becoming a centre 
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