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2.0	Introduction
The aim of this report is to critically evaluate whether a skills shortage is impacting the Facilities Management industry and to examine the steps Government are putting into place to promote new talent to take up a career in the FM industry. The research objectives set out below will form a literature review on this subject;
1. Is there a skills shortage within the Facilities Management industry?
2. Attracting young talent to the Facilities Management industry 
3. Government policy that is promoting apprenticeships and developing talent.
This research is relevant as a skills shortage has been identified as being one of the industry’s most significant challenges for the future. (IFMA, RICS, 2017.) Coupled with the uncertainty of the future relationship between the UK and the European Union, and the impact this may have on immigration, all sectors within the UK may find it difficult to recruit the talent of the highest calibre required to fill vacant positions. It’s also important to understand where the next talent within the Facilities Management industry will come from, so an examination of the policies Government is introducing is also relevant to this research to understand how these changes can assist business and people hoping to start a career within the built environment sector.  

3.0	Is there a skills shortage within the Facilities Management industry?

Research issued jointly by RICS (Royal Institute of Chartered Surveyors) and IFMA (International Facility Management Association) in 2017 identified a shortage of skills in Facilities Management as one of most significant challenges facing the industry. The research found that more RICS’ Facility Management professional members are over 70 than under 30, and less than 15% of them are under 40 years of age. IFMA evaluation of its members produced similar results, where they found the average IFMA member is 50.9 years old based on a 30% sample of its 24,000 plus members. (IFMA, RICS, 2017.) Although this research demonstrates that the people practicing in the industry are increasingly getting older, there is however a level of professional experience required in order to gain RICS status, even for people entering at associates level, which may indicate a lack of desire to obtain membership status within the FM industry, although it could also demonstrate that professional individuals within Facilities Management are not being skilled to the level where they are able to provide evidence that warrants membership status to be achieved.
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Results of a survey completed by BIFM this year may affirm that there is a skills shortage opening within the Facilities Management sector. An online survey was completed by 297 people where 42% of the respondents were in senior management positions and 13% were Managing Directors or CEO’s. Figure 1 shows the response with regards to the skills shortage within the industry where just under half of the respondents (47%) cite ‘skilled trades’ such as electrical and mechanical engineers as the biggest skills shortage. The next largest skills shortage is Professionals/ Managers with 31%. (BIFM, 2018) Although respondence to this survey where seemingly in senior positions within their organisations I wouldn’t consider 297 responses to be enough to categorically say that a skills shortage exists.[bookmark: _Hlk531787783][bookmark: _Hlk531787784]Figure 1:  What are the biggest skills shortages in your business 


Within the ‘Raising the Bar’ report deskilling of in-house teams was a concern. In this view, talented inhouse individuals were migrating to service provider organisations where they can benefit from higher salaries, greater professional stature, peer group interactions, and a formal career structure with growth opportunities. As a result, service providers have been aggressively upskilling, in what is, after all, their core business. However, it could be said that if the FM professionals migrating to service providers are taking operational skills and physical environment knowledge with them, this is not a complete loss to occupier organisations. Instead, it could free up senior FM ‘in-house’ leaders to focus even more on business strategies secure in the knowledge that their service providers will deliver the operational services they have been contracted to provide. (IFMA, RICS, 2017.)

[bookmark: _Hlk534131797]The research doesn’t clearly detail that a skills shortage is affecting the Facilities Management industry. The research carried out by both BIFM and IFMA concluded that the overall age of its members is increasing year on year, although these members are usually the professionals and managers within the sector which was referenced as the second largest area where a skills gap is developing, albeit captured amongst a small group of survey respondence. Skilled trades people were the highest area referenced where a skills gap is opening, but the deskilling of in-house teams and the migration of these trades taking up roles within the service provider companies may explain why this percentage is so high. A report published by CBRE in 2017 said that outsourcing in FM was one of the top trends currently in the industry. It reported that by 2025 it is estimated that the outsourcing market in FM will be $1 trillion. They saw this strategy as being more beneficial as a service partner will be able to offer insight in to the use of the organisations property estate to best support its organisational goals, as well as boosting the value of the organisation by an estimated 45%. (CBRE, 2017) The adoption of such a strategy by organisations not just in the UK but around the world, may be why there is a feeling in the industry that skilled trades are at such a shortage. 

4.0	Attracting young talent to the Facilities Management industry.

 A presentation given at the ThinkFM conference in 2017 from Fujitsu contained a survey of students about their thoughts of the Facilities Management industry. Of those surveyed, 38% of them believed that long hours were required, 35% said that the job was very labour intensive and 22% thought the industry was boring. (Wright, 2017) Coupled with a report completed by JLL in United States of America of 200 STEM students, where only 1% of them planned to enter the facilities management industry (Spence, 2014) it is evident that young people are not being attracted to take up a career in the Facilities Management industry. 

A paper written by The International Journal of Facilities Management have two hypotheses as to why young people are not entering the industry. The first hypothesis is that universities have not been interested in creating efficient pipelines to attract school students especially for ‘publicly unaware degrees’ like FM. They reported that without proper marketing programs in conjunction with high quality undergraduate and graduate degree programs, the western hemisphere nations may never produce enough FM graduates to meet industry demand. As an example, at the time the research was conducted within the paper, the International Facility Management Association (IFMA) Foundation had a total of 25 Accredited Degree Programs (ADPs) in three continents (North America, Europe, and Asia/Oceania). In summary, three out of 25 of these institutions offer an Associates of Arts or ‘other’ FM degree, 14 offer a bachelor’s FM degree, and six offer a Masters FM degree or its equivalent. The fact that IFMA is the largest world - wide professional organisation for facilities management professionals, the assumption is that accredited degrees would be more readily available. 
[bookmark: _Hlk532986645]The second hypotheses are the ‘disconnect between the skills that universities are teaching current FM students and the skills that the FM industry needs their graduates to have.’ This disconnect can cause major professional labour shortage problems in the industry. Universities are graduating students with FM degrees, but these graduates may not meet the industry’s needs for entry-level employees. According to some industry executives, some universities may be producing/ graduating under qualified FM professionals for the workforce. (Hightower, R,. Highsmith, J,.)   

As the baby boomer generation retires and millennials start to take the helm, the strategy to attracting and retaining talent will need to be adapted. Companies are beginning to establish such strategies and a paper issued by JLL listed how the strategy should look. Below are the details set out in paper;

1. Meet them where they are. Direct contact to help millennials make career decisions is much more effective than waiting for them to voluntarily explore the field. Seventy-six percent of millennials say that internships are their most useful source for choosing a career, which suggests that facility team managers should pursue this avenue more aggressively. Simply providing information on the company website or in a corporate brochure is the least effective approach — only 44 percent of millennials say corporate information is among the most useful sources.
2. Convey the alignment of millennial career values with facility management. The typical millennial values jobs that offer constant learning opportunities, a clear career path and an enjoyable, rewarding workplace. These are hallmarks of facility management careers that organizations could more effectively convey in their recruitment tools.
3. Communicate the relevance of a facility management career to millennials’ own experience. Though they do not realise it, many millennials already possess the skills they need to begin a successful career in facility management. Recruitment materials that connect the dots between STEM-related programs and facility management careers can help millennials realize they have hands-on skills and education that is highly relevant in today’s technology-driven world of facility management. Additionally, vocational school students who have mastered highly technical skills such as HVAC management can easily transfer their knowledge of systems and machinery operations to pursue new goals in FM.
4. Define a successful career trajectory. Millennials have positive impressions of several different facility management jobs such as energy manager, sourcing manager and performance manager, as well as roles involving workplace strategy, relationship management and data and analytics. Defining such job roles as steps on a ladder to achievement can inspire millennials who seek a career path with clear advancement milestones.
5. [bookmark: _Hlk534131849]Promote diversity. Engaging with a diverse talent base will help expand the potential workforce and position the industry for a more sustainable future. The study found that 95 percent of millennials consider working for an organisation that embraces diversity “very important” or “extremely important” and 85 percent want to interact with diverse groups of clients and co-workers. (Pesek, 2014)
5.0	Government policy that is promoting apprenticeships and developing talent.
It is recognised by central Government that apprenticeships have a huge impact on the productivity of businesses, improving business efficiency, boosting the UK economy and supporting young people’s employment prospects.
[bookmark: _Hlk533930740]Apprenticeships will contribute much more to the economy over the next decade. Between 2012-13 and 2021-22, the Centre for Economics and Business Research (CEBR) predicts that 3.8 million people will have completed an Apprenticeship, contributing £3.4 billion to the UK economy in net productivity gains by 2022. This is equivalent to 0.2 per cent of the forecast Gross Domestic Product (GDP) for that year.  The average person completing an Apprenticeship increases business productivity by £214 per week, with these gains translating to increased profits, lower prices, better products and higher wages. (CEBR, 2013)
The National Audit Office has also completed some research that backs up the information in paragraph two. The figure below shows results obtained from the NAO cost-benefit analysis which shows estimates using NPV/Public Funding formula, and those presented in the BIS research paper (2011). You can clearly see the benefit apprenticeships bring to the economy overall, however there are many factors that can influence the analysis. (National Audit Office, 2012)
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[bookmark: _Hlk533934654] Figure 2: Estimated economic returns to public spending on apprenticeships
Taking into consideration the benefits apprenticeships can have within business and on the economy overall, along with increased number of apprenticeships from 175,000 in 2005 to 509,000 in 2016, why is there research suggesting that there is a skills shortage within the FM industry? One reason could be that the number of apprenticeships within the industry has barely moved within the decade between 2005/06 to 2015/16. Figure 3, below shows how many apprenticeship starts per sector over the decade, and it is clear that the construction and built environment sector have only increased its contribution by 2% in comparison to Health, Public services and Care sector that has increased by 472%. (NGTU, 2017)
[image: ][bookmark: _Hlk533935932][bookmark: _Hlk533935933]Figure 3: Apprenticeship Programme Starts by Sector - (2005/06 vs 2015/16)


A review of Apprenticeships in England was commissioned in June 2012 by the Secretaries of State for Education and Business, Innovation and Skills. The task that was set was " to ensure that in the future the programme is meeting the needs of the changing economy, consistently delivers high quality training and the professionally recognised qualifications and skills which employers and learners needs and is maximising the impact of government investment. It recommended the review should take a critical look at apprenticeships and look to identify a set of principles and priorities for the optimal content of future apprenticeships, to ensure that every apprenticeship delivers a high-quality training and professionally recognised qualifications.” The key questions which the review was invited to consider included: 
1. What should the core components of an apprenticeship be - to meet the needs of employers (large and small), individuals, and the wider economy? 
2. Who should apprenticeships be for – which types of learners and employers can benefit most from apprenticeships? 
3. Are there elements of apprenticeships which should be simplified or stripped back?
4. Are the qualifications which are undertaken as part of an apprenticeship sufficiently rigorous, and recognised and valued by employers?
5. How should delivery arrangements adequately ensure all that apprenticeships provide significant new learning and acquisition of new skills, rather than the accreditation of existing ones?
6. Are there opportunities to improve the impact and value for money of public investment in apprenticeships?

There were 10 key recommendations that were concluded at the end of this review. The recommendations that have the most relevance to this paper have been included below. The review stressed that it was important that the different elements must be taken collectively, that they are inter-linked and the system will only make sense and be deliverable if all the elements are adopted as a whole.  

The focus of apprenticeships should be on the outcome. There should be recognised industry standards at the heart of every apprenticeship. They should clearly set out what apprentices should know, and be able to do, at the end of their apprenticeship, at a high level which is meaningful and relevant for employers. These standards should form the basis of new apprenticeship qualifications, which replace apprenticeship frameworks, the current qualifications which comprise them and the current national occupational standards which underpin them. There should be just one apprenticeship qualification for each occupation associated with an apprenticeship. They should link to standards for professional registration in sectors where these exist and are well-recognised.

The testing and validation process should be independent and genuinely respected by industry. The test should be holistic, at the end, and assess whether the individual is fully competent and employable, within their job and their sector. Employers should be directly involved in assessment. They must make sure that the assessment consistently tests apprentices to the standard specified in the qualification. Assessors should be entirely independent and have no incentive or disincentive related to the outcome of the assessment. The Government, a government body or regulator should approve and oversee the assessment process, or the organisations in charge of that process, in a light touch way.

The Government has a role in promoting good quality delivery. To maximise value for learners and minimise risk of poor practice, Government should make some off-site learning and a minimum duration for apprenticeships mandatory. Government should ensure that an effective, light-touch approval process exists to confirm training organisations are providing good quality training, relevant for the sector.

Government must actively boost awareness of the new apprenticeship model. Boosting learner and employer demand is an active responsibility of Government. Government should take an education based approach to this – enabling a wider range of employers to learn how to take on apprentices and why it’s worthwhile. New ways to bring employers and prospective learners together should be promoted, including through an 'apprenticeship milk round'. More effort should be made to ensure that schools and teachers, parents and all those who inform and guide young people have a better understanding of what a high quality apprenticeship can offer.
(Richard, 2012)

In addition to the Richard review the Government introduced an apprentice levy in 2017. The apprenticeship levy came into effect with all UK employers with a pay bill of over £3 million per year paying the levy. The levy is set at 0.5% of the value of the employer’s pay bill, minus an apprenticeship levy allowance of £15,000 per financial year. The levy is paid into an apprenticeship service account, and funds in this account must be spent on apprenticeship training and assessment. The Government has stated that the levy “will allow us to double investment in apprenticeships by 2020 from 2010 levels, to £2.5bn per year.” A document published by Department for Education expect around 19,000 employers to pay the levy in 2017-18, which is 1.3% of all employers. This would generate £2.7 billion in levy funds, meaning that the average levy paying employer would pay around £140,000 into their levy account in this year. (Powell, 2017) Figure 4 demonstrates the breakdown of levy paying employers projected to 2017/18.
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[bookmark: _Hlk533942775][bookmark: _Hlk533942776]Figure 4: Sectorial breakdown of levy paying employers, projected to 2017-18



6.0	Conclusion

The review of literature under the objective titles has revealed some interesting points with regards to the skills within the Facilities Management industry. It showed that organisations are preferring to use an outsourcing strategy to deliver their operations, and as a result of this skilled labour is moving to service providers where in-house teams are gradually being deskilled. Although these skills are migrating, operational knowledge is staying within the industry. One point of further research is how the skills are being used and developed within service provider organisations and whether any changes within these organisations are having a direct effect on Facilities Managers.

The literature showed that the workforce is aging which was evident from the research conducted by IFMA and RICS of the average ages of their members. It showed that degree courses at Universities that are actively teaching FM, are not preparing new talent for the problems they will encounter in the workplace, thus a gap is opening where new talent is not able to demonstrate a sufficient level of knowledge to obtain member status. 

The industry in general is not attracting young people to take up a career in FM. The industry is viewed as boring, labour intensive and requires individuals to put in lots of hours at work. This is not attractive to the millennials entering the workplace and new recruitment strategies are being developed to  it more attractive. The research showing the number of apprentice roles within the built environment sector being made, indicates a lack of investment in this area. The apprentice roles within the sector increased by 2% in the decade from 2005/06 to 2015/16 compared to Business Administration and Law which increased roles by 278%. This is area of further research as to why the sector organisations are not creating these roles.

The UK Government have identified the value of apprentice roles to business and the economy overall and have introduced an apprentice levy to help with funding. They have also reviewed the current apprentice system in England and have set out changes which very much leaves industry and sectors to dictate the best why or training people. These changes will hopefully tackle the gap that has developed in the knowledge of people leaving further education to what is required in the workplace.

In summary I do believe a skills gap is evident. The key reasons for this are;

1. A lack investment from the sector in developing and creating new roles.
2. The industry not demonstrating that it can be forward thinking and innovative therefore not attracting people to take up a career.
3. People who are entering the workplace are not being educated to the levels required for the demands of a role within FM.    
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