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An evaluation of how main contractors are contributing to closing the skills gap in Wales’ construction industry.

Chapter ONE - Introduction 

1.1 Background 

The shortage of skills in the construction industry is widely and frequently reported in the press and whilst this is a challenge faced UK wide, the Q4 2019 RICS Construction and Infrastructure Survey estimate that the workloads and activity in Wales are growing at a faster rate than in the UK as a whole.  The volume of jobs being created when significant capital bids are given funding and planning to proceed lead to the challenge of resourcing these projects with skilled, experienced construction management professionals. (Business News Wales, 2020)
  
As publicly funded construction activity increases in Wales through housing, regeneration and infrastructure, 59% of respondents of the RICS Survey reported a shortage of labour as a key obstacle to future growth.  This research aims to explore the key challenges to main contractors in terms of skills and how they are responding to these needs – specifically promoting the profile of the industry, supporting development of education to ensure it is fit for purpose and providing internal training programmes to guarantee a pipeline of talent.  The research also aims to uncover how main contractors currently resource their projects, work with educational providers and set expectations of new recruits.  This study will specifically focus on the ‘Construction Management’ level positions within the sector - namely positions such as Project & Site Management, Commercial Management & Quantity Surveying, Planning, Design, Engineering & Safety - positions where generally some form of education at HNC/HND, Degree or higher will have been required or achieved. 

This is clearly a broad area which has been narrowed down for the purpose of this research project.  There will be elements referred to, albeit briefly, which influence the issues being explored and it is recommended that these are considered in future research if extended.  It is important to take into consideration the PESTEL factors – Political, Economic, Social, Technological, Environmental and Legal – that are incredibly important in this sector, as well as the internal factors faced by contractors such as financial pressures of delivering a quality project on time, to budget.  It is also worth noting that the research could be significantly extended if incorporating the full educational portfolio from primary to postgraduate level, via public and private training providers.  During this period of research, the UK faced a nationwide lockdown which impacted the ability to undertake the full research proposal, so outputs have been based on the information available during this unprecedented time. 

The author, an experienced recruitment professional, has personal insight into the demands and expectations of main contractors when appointing a project team.  This led to an interest in pursuing a degree in Quantity Surveying as well as exploring how best employers can help contribute to attracting young people to pursue a career in construction – specifically skilled professions - and reduce the gulf in supply and demand in this sector.

Employers often require skills and experience when recruiting - including exposure to construction projects of a similar scale.  At present, identifying suitable candidates within area is a challenge and projects are very often resourced with skills from outside Wales.  Not only is this more costly and difficult to mobilise, it further fuels the issue and highlights the need for construction companies and main contractors to hire, train and develop the next generation of management professionals themselves.  

We have an opportunity in Wales to build, develop and thrive – attracting investment to compete on a global scale.  Unless we provide the relevant support, infrastructure and opportunities, we will fail to satisfy the demands of the sector and not operate as efficiently as we could.  


 



1.2 Aim & Objectives 

The aim of the research is to explore perceptions and contributions of key construction companies to education and ultimately identify how they could positively influence the development of skills in the Wales’ construction industry.  

· To explore the challenges of main contractors in relation to professional skills in Wales;
· To identify current and future recruitment requirements/expectations of main contractors in Wales and if these are being satisfied by current education provision;
· To define how main contractors are currently supporting the development of professional skills to minimise the existence of a skills gap in Wales’ construction industry and satisfy the aforementioned requirements/expectations.  

The findings of this research will be used to identify development areas for main contractors to support closing of the skills gap, plus an indication of current and future recruitment expectations/requirements which can be fed into career advisory services as well as influence education development, curriculum planning and delivery pathways.  




1.3 The Approach 

The research incorporates both primary and secondary research, collating a mixture of opinion, fact and evidence to support the achievement of objectives and justify recommendations made in conclusion.  

Firstly, the literature review comprises relevant graphs, quotations and references from a variety of journals, articles, websites and reports which are directly related to the project scope.  Both historical and recent sources have been used to highlight how the landscape has changed considering external environmental influences and internal organisational pressures.  

Following the review of literature, quantitative primary research has been used to gain first-hand insight from industry professionals.  This research has been undertaken remotely, taking account of restrictions dictated by the coronavirus pandemic.  Whilst sample size was small and responses limited, enough detail has been gathered to support strong recommendations in conclusion.



Chapter TWO - Literature Review 

The construction industry is evolving, it’s improving, developing new materials, implementing new construction techniques that save time, money and reduce the carbon footprint.  It’s going digital with the introduction of BIM and modular manufacturing; it’s vastly reducing its environmental impact whilst endorsing a circular economy in all its transactions and with all its stakeholders. Inevitably, with such change comes a demand for skills which, in this sector, is compounding an already established shortage - a shortage of the traditional skills and trades as well as those trained in the revolutionary new techniques being incorporated into daily life in construction management. 

To fully understand the impact of these demands, it is appropriate to report the size of the market affected by such change.  

The construction industry officially accounts for 6% of the UK economic output and provides employment for 2.3million people. Due to the ONS (Office for National Statistics) definition of the various job types in the industry a large proportion of what is listed as support services isn’t counted in those figures therefore this figure greatly underestimates the contribution of this workforce to the economy. The work carried out by engineers, architects and quantity surveyors as well as the retail, manufacturing and associated services such as plant, tool & equipment hire and rental specifically dedicated to the construction sector aren’t included in those figures, making the sector even bigger than statistics suggest. 

‘If construction firms directly employed the professionals, or owned the firms that produced their own materials, or owned all their plant and equipment, the output of the construction sector would be far larger. But they do not. So, the value added by most architects, engineers, quantity surveyors and other professionals working directly within what we might think of as the construction sector is counted within services.’ 
(CIOB, 2020)

‘The construction sector in general is experiencing an ageing working population, with nearly 430,000 construction workers to retire between 2010 and 2020. More specifically, the quantity surveying profession experiences difficulties attracting young students, due to the complexity of the role and the lack of clarity on the definition of the profession.  The government is looking at increasing the attractiveness of the profession, promoting apprenticeships and easing the barriers to immigration as different solutions to address this challenge. One of the recommendations of the CIOB-cross industry research report is to include the quantity surveyor profession to the future “Shortage Occupation List” of the Migration Advisory Committee.’
(The UK Construction Blog, 2019).

The Construction industry in South Wales is buoyant. Headlines forecast ‘modest growth expected’ (CITB, 2019), ‘Welsh Construction Industry Is Soaring’ (Federation of Master Builders (FMB) Cymru, 2018) and ‘GDP: Wales economic growth boosted by construction’ (BBC Wales, 2018), so all seem to signal growth within the sector over the next few years. Construction was the main driver of GDP in the last quarter of 2018 – a rise of 3.3%. (BBC Wales, 2018) .  

An article published in Wales Online 2 years ago referenced research from the CITB (Construction Industry Training Board) which estimated the sector in Wales will achieve annual average growth rate of 4.6% compared to a UK average of just 1.3%.  It is also double the rate of top English regions (South West and North West) which are set for 2% growth.  This is the fourth consecutive year the CSN (Construction Skills Network) predicted Wales as having the strongest growth rates across the UK. (Wales Online, 2018)  

Regular news bulletins across various forms of media highlight the need for investment into infrastructure and housing and with general elections being common place and regular over the past few years in the UK, politicians will without fail during their campaigns and within their manifestos' pitch a focus on the construction industry.  They highlight the need for the construction of more homes for both the social and private market, investment into transportation and infrastructure such as HS2, or particularly in South Wales the M4 Relief Road & the South Wales Metro and the need for investment into renewable energy such as the Swansea Bay Tidal Lagoon.  
These projections have led the RLSPs (Regional Learning & Skills Partnerships) to recognise construction as a priority sector with particular focus on infrastructure and housebuilding. 

‘Wales is projected to see annual average output growth of 6.2% over the 2017 to 2021 period, down from the 7.1% projected last year for the 2016 to 2020 period, but still a very robust increase. Growth in Wales is expected to outstrip that for the UK as a whole by a considerable margin (1.7%). Based on the expansion in output, employment is expected to grow at an annual average rate of 2.7%, again well above the UK rate of 0.6%. Wales’s annual average recruitment requirement (ARR) is estimated at 3,890, which represents 3.4% of base 2017 employment’ (CITB, 2018)
[image: ]On output alone, Wales is the star performer of the home nations. Average annual output growth is expected to reach 6.2% in Wales, more than three times the growth rate of the UK. Welsh output is considerably boosted by the expected start of work at Wylfa, as well as the upgrade of the M4 around Newport.  [bookmark: _Toc39146208]Figure 1 Annual Average Output Growth by Region 2017-2021 (CITB, 2018)


	[bookmark: _Toc39146209]Figure 2 Annual Average Construction Output Growth 2017-2021 Wales (CITB, 2018)
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[image: ]These forecasts of growth and further employment are encouraging. To achieve these forecasts and targets the significant skills shortages in the sector need to be addressed.  [bookmark: _Toc39146210]Figure 3 Total Construction Employment Growth from 2017-2021 (CITB, 2018)



There is a need for relevant education that can future proof the required skills required to capitalise on the forecasted growth and guarantee attraction & retention of talent into the sector. 

In contrast to the plethora of investment opportunities, industry facts and figures highlight the distinct lack of qualified skilled workers in the country able to deliver these schemes.  Where major projects do go ahead, it is interesting to assess the makeup of those recruited.  Individuals are often mobilised from other areas of the UK to satisfy the local/regional shortage – usually at inflated costs (through recruitment/relocation) and simply a short term, unsustainable solution.  
[bookmark: _Toc39146211]Figure 4 Reported skills shortages by discipline (CIOB, 2019)


[image: ]A survey undertaken by the CIOB in January 2019 outlines the extent of construction skills shortages across over 46 disciplines. Included in the top ten of the 46 disciplines surveyed are - Construction Project Managers, Construction Supervisors, Quantity Surveyors, Production managers and Civil Engineers. 









Examples of articles published by some of the country’s largest publicly listed contractors also highlighting the lack of skills and some of the issues the industry is facing:

‘Further and faster: Closing the construction skills gap’
‘There is little doubt that the UK’s skills base needs strengthening. Skills gaps in key sectors such as construction are well-documented and getting worse across the country. Challenges including uncertainty around access to skilled labour from the EU following Brexit, efforts to rebalance the economy away from the overheated southeast and to use infrastructure as a way of spreading economic growth, and the need to respond to increasing digitisation and automation, call for a strong, integrated response at all levels.’ (Balfour Beatty plc , 2019)

‘Tackling the UK's construction skills shortage’
‘The burgeoning skills gap is hitting the construction industry hard, with a recent Purchasing Managers’ Index (PMI) report showing that the percentage of skilled workers is now at its lowest level since 2013.
It’s a worrying time for the industry, with significant skills shortages now spreading beyond carpenters and bricklayers to other key trades including roofers, electricians and plasterers.
In this landscape, it’s crucial that we collaborate and join forces to adopt new, more innovative processes and Morgan Sindall and other main contractors are exploring new channels and approaches to give the sector the skills boost it needs.’ (Ensch, 2017)

As with the rest of the UK, the volume of people working in the construction sector in Wales is high, but the demographic of who is employed verses those that are self-employed and then combined with the sheer number of micro companies involved in the construction supply chain, the large multinational top tier contractors and consultancies employ only a small percentage of the total workforce. According to statistics from the Office for National Statistics and highlighted in the illustration below, 90% of all construction companies in Wales have seven employees or less. 

With the onus and pressures of training and upskilling workers in the construction sector throughout Wales falling more so to these small businesses then the skills shortage, lack of relevant training and education combined with the affordability of these companies to make improvements will not be seen as a priority.  This is further compounded by the uncertainty and lack of predictability tendering for contracts and ensuring order books are fulfilled ensuring company safety and stability.  

	[bookmark: _Toc39146212]Figure 5 Percentage of Construction firms by number of employees (CITB, 2018)

[image: ]



A ‘one size fits all’ approach to developing education and training for the construction sector is clearly difficult due to the disparate and complex nature of the industry.  The research in this instance focuses on main contractors to determine how they are promoting skills development.  Whilst they are fewer in number, they have the resources, finance and infrastructure to contribute.  The likelihood is that they also pay Apprenticeship Levy which may further encourage them to engage in work-based learning activities and develop a culture of learning and development.  

Main contractors now dedicate a percentage of their construction bids to CSR (Corporate Social Responsibility).  Many employ a team of dedicated CSR managers and officers to work on community projects surrounding major developments to ensure they comply with the commitment of the bid and generate the promised outputs in terms of community benefit, job opportunities and local supply chain management.  However, the focus is often on entry level employment in terms of unskilled labour and job creation for a short period of time with minimal long-term commitment.  Whilst this serves a purpose for immediate job creation in unskilled work, it is interesting to consider what responsible steps the main contractors are taking to ensure the skills gap in managerial positions is closing since they ultimately appoint the sub-contractors and control the project costs.  

Main contractors could be looking to commit to raising the profile of the industry, providing the necessary resources, training and career opportunities to enable the next generation to fulfil these roles.  They stand to benefit in the long term with a guaranteed career pathway and pipeline of talent.  The costs contractors current experience as a result of unavailable skill include spiralling recruitment costs and potential risks to projects by using inexperienced staff.  The volatility in the sector could be reduced with enhanced investment in training paths, career planning, improving the profile of the working environment as well as promoting more responsible and sustainable employment.  

[bookmark: _Toc39146213]Figure 6 Reported associated costs associated with contract recruitment (The Open University in Wales, 2018)
[image: ]

With the UK economy highly reliant on the outputs of the construction industry, the skills shortage is or is about to be compounded by the fact that a high proportion of those currently working in the industry are ageing.

‘The construction industry is rapidly becoming an ageing workforce, and the rate of retirement looks set to increase, as 22% of the current workforce are over 50 and 15% are in their 60s. At the same time, the industry is also losing younger workers to competing sectors where work is perceived as more stable or appealing and pay is more competitive.’ 
(Murphy, 2019)
When exploring the skills gap, it is also important to ascertain the reasons for insufficient numbers choosing construction management as a profession. The UK media are quick to react to any negative news in the sector and following the last recession the perceived cyclical nature of the sector will certainly be influencing the next generation of school leavers considering their career options. 

The Farmer review of 2016 highlights the housing sub-sector of the industry in particular as being of low self-esteem, partly due to poor quality and defiantly due to it being high risk, reverting back somewhat to the ‘boom & bust’ scenario and its alignment with the housing for sale market.  Illustrations below specifically relating to the housing element of the construction sector highlight the widening gap in those leaving the industry compared to those joining it. With successive governments targeting an increase in new build housing and promising to deliver both private and social new build schemes it seems significant input is required in sourcing and training a workforce capable of delivering to these manifestos. 

	[bookmark: _Toc39146214]Figure 7 Housebuilding Sector:  New Entrants and Leavers (Farmer, 2016)
[image: ]
	[bookmark: _Toc39146215]Figure 8 Housebuilding Sector: Workforce v Regional Workforce (Farmer, 2016)
[image: ]



An article published in Inside Housing online referenced research undertaken in 2019 by housebuilder L&Q which owns more than 100,000 homes in London and the South East.  They surveyed 1,095 people aged 16-18 about their careers and aspirations and found that only 9% would consider a career in Construction.  

‘The young people surveyed expressed concerns that construction is not an exciting field to work in, while 40% felt they wouldn’t be good at the job.  Around 230,000 new construction workers are needed by 2020 to support development and refresh an ageing workforce, according to the Construction Industry Training Board.’
(Inside Housing, 2019)
‘Another challenge to the image of the sector is the comparatively low appeal to female candidates. This not only creates a gender imbalance, but also keeps the full range of talent from coming into the sector.’ (Qualifications Wales, 2018)

The education available to students at GCE A level isn’t targeted towards the construction sector, subjects such as maths, geography and science will cover some skill requirements for the sector but not specifically focused. The vocational education available is up until recently more so for the blue-collar worker and seen by parents of learners to be inferior to the traditional A-level. 

The industry needs to modernise the suite of education programmes available to students that may pursue a career in construction. The seed of attraction to the sector needs to be introduced in earlier years of primary and secondary education, teachers and careers advisors need knowledge on the opportunities available in the sector rather than it being traditionally and stereotype viewed as a sector for ‘low achievers or boring’. Construction management needs to move away from being an easy option or a career path taken in the absence of a desire to want to do anything else. It needs to advertise the profession and opportunities, emphasis on the white-collar management of construction is required, and the move to digitalisation and the modern cutting-edge techniques used as a hook to entice in school leavers and students. 

The scope of professional careers within the construction sector is vast, the career options and scope for personal development and progression including substantial salary and benefits are all evident. However the sector still has a stigma of being fragmented and unpredictable, the loss of both local regional contractors such as Dawnus and Clugston that both recently entered administration, eventually going bust, a huge multinational in Carillion following suit and the financial difficulties and uncertainty currently facing the likes of Interserve and Kier have sowed a doubt in some minds about constructions appeal. 

‘CITB’s Construction Skills Network (CSN) forecast shows that 6,500 jobs will be created in the Welsh sector between now and 2023. However, it is widely accepted that industry needs to improve its image and attract more talent.  The best place to do this is at school which is why I am urging construction businesses across Wales to engage in the Welsh Government’s curriculum reform. Here’s a chance to show girls, boys, teachers, parents and careers advisors that construction is a rewarding career choice – and to co-design a modern, exciting curriculum fit for the 21st Century.’ (Hughes, 2018)

In 2018, UWTSD (University of Wales Trinity Saint David) introduced a higher apprenticeship in both Construction Management and in Quantity Surveying. These new courses designed and in association with the CITB, the CIOB and CWIC (Construction Wales Innovation Centre) and have been developed in answer to a call from the industry to modernise the content of the provision of education delivered to those entering the industry, but also specifically to target those seeking a vocational education but with a HND/Degree as an achievable education level, all gained whilst gaining valuable experience and working in for a construction company for four of the five day week and spending one day at University. 

The table below offers a visual of the number of designated/approved qualifications and certifications across all providers in 2015. With higher education commencing at level 4, the table shows how little an offering there is for construction specific education compared with a glut of offerings to the ‘stereotyped – low achiever, inferior’ qualified trades that are also so valuable to the sector but have stereotyped the industry in to a male dominated, cowboy builder sector. 
	[bookmark: _Toc39146216]Figure 9 Construction related Education portfolio (Qualifications Wales, 2018) 
[image: ]

	(for numbers of designated qualifications as of 12 June 2017) and Welsh Government PLASC and LLWR data for the 2015 certifications (certification numbers have been rounded to the nearest 5 and any figures less than 5 but greater than 0 have been suppressed with a “*”)


Education and industry collaboration are critical to strengthening the training options and guaranteeing a necessary pipeline of talent entering the construction sector.  Effective communication of industry demands will support schools, colleges and universities to provide the most appropriate course portfolio – fully preparing individuals for roles within the sector. 

To facilitate the predicted growth and capitalise on employment opportunities in the region the researcher will explore client requirements in terms of education, training & experience of white collar management type candidates into the sector, review the challenges faced in recruitment and identify solutions to attracting/retaining talent in this area. These facts, figures and opinions will then be reconciled in a way that will intend to show the methods and action needed to improve and upskill those about to embark on a career in construction management and how the industry and its stakeholders can deliver candidates that are ‘fit for industry’.  This will ultimately benefit the economy, sector, client and candidate. 


[bookmark: _Toc536041894]

Chapter 3 - Research Methodology 

To support the existing evidence referred to in the above Literature Review, plus additional reading undertaken to expand knowledge in this area, the researcher planned both primary quantitative and qualitative research to supplement the growing evidence of demand for professional skills in Wales’ construction sector.  

Having already undertaken significant secondary research to collate information from existing resources, conducting primary research allows the opportunity to gather more specific answers to key questions that address the defined objectives of this research proposal.  Where secondary research is sparse, the primary research has been designed to fill any voids with feedback from the industry.    

A wealth of secondary resource sources has been referenced and acknowledgement made to nuances and biases depending on who has commissioned the research and to whom it is intended to be presented.  The year of publication and validity/reliability of methods used, and secondary referenced sources have also been considered.  

It was proposed that the secondary research would be supplemented with two primary research methods – a short online survey followed by structured interviews with industry professionals.  Having reviewed the plethora of additional options available (including observations, focus groups, telephone/postal surveys and test marketing), the methods chosen to support the gathering of information needed to strengthen the recommendations made.  The alternative methods take longer, require more resources and don’t necessarily generate enough response given the limited scope of the project.   Some methods are also not appropriate for the type of information required so online surveys latterly supplemented by more in depth interviews to expand on the quantitative/statistical evidence gathered were selected for their cost/time efficiency and ability to manage/control (for validity purposes) the environment in which information is shared.  A research Gantt Chart has been included in Appendix A to clearly demonstrate how activities were executed.

[bookmark: _Toc536041898]Quantitative Research – Survey / Questionnaire 

A questionnaire was designed in Microsoft Word and was kept concise to encourage participation and completion.  The questions were structured specifically to support the achievement of the research objectives and to pick up on the key themes from the secondary research obtained.  

The survey was distributed via several construction/education networks to gather feedback from those operating in the sector to ensure random participant engagement – gaining insight from a broad audience as opposed to individually selected participants (as with structured interviews).  The questionnaire was distributed in March when many are considering personal or professional development, skills reviews and recruitment (to coincide with end of year/training budget proposals).  Participants were introduced the purpose of the survey and a 2-week timeframe in which to complete the ten short questions.  They were also provided with the option of receiving a copy of the completed survey and/or dissertation.  

Quantitative Research is an objective analysis that attempts to quantify data gathered and involves a larger sample of individuals which was possible via this survey method.  

Whilst the original plan as to undertake the survey following interviews, it was felt that the survey results would reveal patterns that would allow more detailed exploration with industry professionals during qualitative interviews latterly.  

The original questionnaire and compiled results can be found in Appendix B. 

[bookmark: _Toc536041897]Qualitative Research – Structured Interviews

Following the collation of the responses from the online survey, the structured interviews were designed based on feedback, themes and areas which required more in-depth exploration.  1-2-1 meetings were arranged virtually via online video/call with 4 industry professionals.  This was considered adequate to capture all information required and allowed enough time to clarify and expand on any areas of interest.  

The intention was to interview individuals to ascertain their views and perspectives on skills shortages in Wales, the impact on them/their business and how they are working to address them.  The individuals were selected for their knowledge/experience of the industry, position and credibility in terms of insight into the existing skills issues.  

Qualitative Research is subjective data gathered that involves a small sample of individuals and allows the researcher to undertake more of an exploratory approach to information gathering. 

Based on the themes which emerged as a result of the secondary research and survey distributed, the following questions would be presented to interviewees to further explore the issues surrounding skills gaps in the construction sector in Wales.  

I. What do you feel are the main barriers to individuals selecting Construction as a career option?
II. What steps are you/your organisation taking to overcome the skills gaps that exist within the industry?
III. Do you collaborate with any external body/educational establishment to raise the profile of the sector or influence learning options?  How successful do you believe this to be?

Due to the Coronavirus outbreak in March, the availability of interviewees and logistics associated with lockdown meant that these interviews did not take places.  The conclusion and recommendations have therefore been made based on the feedback obtained in the quantitative research.  



Chapter 4 – Results and Analyses 

In order to identify how main contractors are contributing to reducing the construction skills gap in Wales, a series of questions were asked around recruitment and education to ascertain barriers faced when resourcing a team and at what stage they prefer to recruit into entry level positions.

All results were collated, and figures entered into Microsoft Excel for evaluation.  Utilising a spreadsheet enabled the ability to identify patterns and create graphical representations of responses.  A range of display formats have been selected, depending on the question and answer options so that the information is clearly and effectively presented.  The responses to all ten questions have been reviewed and results evaluated so that conclusions and recommendations can be made in line with the aims and objectives of this project.  Where appropriate, the secondary research included in the literature review has been referenced – highlighting where differences or similarities exist between historical reports/evidence/findings and the first-hand feedback from the survey designed specifically for this research activity.  

The questions were designed to enable the researcher to draw some conclusions and make recommendations for the future.  Considering the limitations of the research proposal (time, resources available, scope of project) the questionnaire responses should be viewed with the caveat that the sample was small and whilst patterns/trends can be seen, they don’t necessarily reflect the views of ALL main contractors.  The feedback obtained supports the researcher in making some generalisations about main contractor perceptions.  Should the research be repeated, a larger sample with more specific questions would be recommended for the sole purpose of generating a greater volume of more detailed responses from which more accurate conclusions could be drawn.  

The questionnaire distributed can be found in Appendix B.  The responses to each question have been included so the raw data can be viewed.  The following analysis references the individual questions, discusses the response to each one, identifies any patterns and also refers to the secondary research around the same theme.  
Question 1 - What are the biggest challenges you face as an organisation when recruiting into Construction Management roles? (tick all that apply) 

When asked what the biggest challenges are in terms of recruiting into Construction Management positions, a high percentage of respondents opted for skills related challenges – 9/10 choosing lack of available skilled professionals and education/training not fit for purpose.  8/10 also suggested that attitudes and behaviours of potential candidates is also a challenge.  This connects very clearly with the research referenced in the literature review which highlights a skills gap and individuals not having the necessary skills or experience for these roles.   

[bookmark: _Toc39146217]Figure 10  A graph to show the biggest challenges faced when recruiting into Construction Management roles.





Question 2 – How do you currently recruit for Construction Management roles? (1 most frequently used – 6 least frequently used) 

It was also interesting to ask contractors how they currently recruit for these professional roles.  The respondents were asked to highlight the method they use most frequently to the one they used least frequently as we are aware all contractors use a mix of methods – some simultaneously to generate the best response.  The most frequently referenced recruitment was from within – with there also being a preference to advertise internally before externally to grow-own-talent.  

[bookmark: _Toc39146218]Figure 11 A graph to demonstrate various recruitment methods utilised for Construction Management roles.


Question 3 – At what stage of education and experience would you prefer to hire a candidate into an entry level construction management position within your company? (tick one)

When asked what stage of education/experience they prefer to recruit, an overwhelming majority highlighted recent Graduate with a construction related degree – followed by an FE/HE Qualification in a construction related topic.  

[bookmark: _Toc39146219]Figure 12 A pie chart highlighting the preferred level of recruitment into entry level Construction Management roles.


Question 4 – Does your organisation work with any FE/HE providers to advise on course content to ensure it is relevant and up to date?

Considering the preference of organisations to recruit individuals with a construction related qualification – it was also interesting to identify which companies had relationships/affiliations with educational establishments to ensure that the qualifications and training being delivered is current, relevant and fit for purpose.  Only 1 reported that they have a relationship for the purposes of advising on course content – with all remaining stating that whilst they don’t have a specific affiliation, they would be very open to this in the future – making the following comments:
· If we did have a structured graduate scheme it would definitely be beneficial to ensure course content was relevant to us.  	
· The majority of the company’s hires are experience personnel, however, as we grow, working with a university and hiring of graduates would be advantageous. 
· We have connections with various universities but not in the capacity of advising on course content.
· We work with educational establishments throughout south wales in terms of CSR and education of construction but not in terms of course content.  

Question 5 – Does your organisation affiliate itself with any FE/HE providers with a view to offering placements and employment to its students/graduates?

Participants were also asked if they have a relationship with a HE/FE institution with a view to providing placements/employment to students/graduates.  Only 2 responded that they have an established relationship, noting that they believe it had been of benefit to the company.  The remaining 8 stated that they don’t have a specific relationship but again would be open to this.  The following comments were made:
· No affiliation with a particular university but we do take placement students each year. 
· If we did have a structured graduate scheme, it’s something we would look to engage in.  
· Very much project pipeline dependent on recruiting graduates due to time and cost associated with training and mentoring. 
· The majority of the company’s hires are experience personnel, however, as we grow, working with a university and hiring of graduates would be advantageous. 
· No relationship with any specific university but we do offer year out, summer and graduate placements.  
· The company has recruited from a range of universities in south Wales – we would benefit from stronger affiliation in terms of sourcing the best future talent.  
· We tend to take placement students in year 3 of their RICS accredited degree that return to join us full time on completion of their course.  
· We don’t have an affiliation with specific institutions, but the company does offer placements to students on RICS accredited courses.

Question 6 – What engagement schemes, if any, does your organisation offer to raise the profile of construction management positions? (tick all that apply) 

In order to satisfy one of the key objectives of this research, participants were invited to highlight which engagement schemes they operate to promote the profile of Construction Management positions.  Placement opportunities and open days were the most popular choice – offering a taster of the construction environment and possibly ‘trying before they buy’ in terms of recruiting future talent.    
[bookmark: _Toc39146220]Figure 13 A graph to demonstrate the engagement schemes offered by Main Contractors to promote Construction Management roles.



Question 7 – What do you consider to be the main barriers to choosing a career in construction (tick all that apply).

Identifying some of the perceived barriers to construction as a career was also important to influence recommendations to attract individuals into the sector.  All participants referenced relocation, lack of flexibility/agile working and construction being perceived a male dominated sector as barriers to choosing to work in this area.  This mirrors the findings in the literature review and further highlights that the sector image needs to improve to appeal to young people.  

[bookmark: _Toc39146221]Figure 14 A graph to highlight barriers to construction as a career. 

Question 8 - Does your organisation operate an internal trainee/graduate programme for those leaving education and interested in pursuing a career in Construction Management?

Participants were also asked whether they operate a trainee/graduate programme for those leaving education and interested in pursuing a career in construction management.  7 of the respondents stated that they do currently offer a programme and consider it successful.  Of the 3 respondents who do not currently offer a trainee/graduate programme, they all stated that it is something they would be interested in the future.  The following comments were made to support these responses:
· We offer a successful structured role rotation programme – a 2-year scheme where experience is gained across a range of our job roles.  
· We actively recruit undergraduates for day release and also recruit recent graduates.  
· Our programme is very successful.  Students complete a structured 2-year graduate scheme then progress to ongoing personal development plans including ongoing training which results in low staff turnover.  	
· We hire undergraduates into day-release employment and graduates into structured 2-year rotational scheme – it is a success. 
· We operate a successful scheme for recently graduated students. 
· We do, but most trainee type roles are of undergraduates that are sponsored through a university.  
· Success of our graduate/trainee programme varies.  It is generally successful when we have an intake of graduates – usually one each of commercial (QS/Surveyor) and operations (Site Manager) – not every year though.





Question 9 – Does your company believe it has an obligation to contribute to hiring, training and developing entry level candidates to ensure the industry skills shortage doesn’t increase in Wales?
The researcher asked participants if they believe their organisation has an obligation to contribute to the hiring, training and development of entry level candidates in construction to ensure the industry skills shortage doesn’t increase in Wales.

80% state they felt they did have a responsibility to do so – with 20% stating they did not.  The responses and comments do reflect the research outlined in the literature review – with those who responded negatively feeling that their margins are currently too stretched to also employ training, development and mentoring support for new recruits.  [bookmark: _Toc39146222]Figure 15 A pie chart to represent responses from Main Contractors regarding their obligation to contribute to narrowing the skills gap in the construction sector.

The following comments were also made in relation to this question:
· We have an aging workforce that needs replacing. 
· We aim to train, develop and retain the best talent in the region. 
· Yes, but the management of the costs and lack of structured mentoring we could offer would make it difficult.  
· All large contractors have an obligation to develop the next generation of construction management staff.
· Not at the present time and in the current economic climate.  Experience counts for everything today – the costs associated with training and mentoring graduates is detrimental to our margin and profit.  
· It does and we believe we are key contributors to this.
· Yes – but consistency in hiring and developing graduates depends greatly on the pipeline of projects, bids won and frameworks we are successful in tendering for.  
· The industry has an aging workforce that will need to be replaced.  Also, technology is changing, and new skills are required to capitalise on opportunities.  
· The costs associated with training and development directly impact our profit-making additional contributions tough to bear.  
· The company does offer a range of entry level employment opportunities but forecasting internal demand is very much dependent on order book of project wins/bids.

Question 10 – Would you like to make any comments or suggestions in relation to the skills gaps within the construction industry in Wales and how these can be overcome? 

Finally, each organisation was also offered the opportunity to make any other comment relating to the skills gaps within the construction industry in Wales and how they could potentially contribute to reducing these.  The following feedback was obtained:
· Financial assistance from the government to pay a proportion of trainee’s salaries to ensure a consistent annual stream of new recruits.  
· A lack of certainty over future projects can make forecasting difficult in terms of resources and staffing.  
· Affiliation with local educational establishments to promote the industry and opportunities within.  A regular intake of trainees is difficult due to fluctuations in workload and future order book.  
· Our company does offer an internal, block release degree for candidates we hire as undergraduates.  This is delivered by a Uni based in England with whom we’ve collaborated and given guidance on course content.  



Chapter 5 – Conclusion and Recommendations  

5.1 Conclusion 

This research project proposed to identify how main contractors are contributing to closing the skills gap in Wales’ construction industry and outlined three specific research areas:

· To explore the challenges of main contractors in relation to professional skills in Wales;

Key challenges to main contractors in relation to professional skills in Wales include insufficient numbers of skilled professionals to service existing and future demand.  The secondary research highlighted potential growth of the construction sector in Wales through investment and regeneration projects, as well as a focus on housing.  There is a need to ensure the market has enough skilled individuals to service these projects and capitalise on the opportunities presented but data suggests the volumes do not exist.  

Not only was lack of availability of skilled professionals an issue – the relevance of education and training was also cited as a major challenge – along with attitudes and behaviours of applicants.  Participants also indicated that recruits lack the work-ready skills required for the sector.  These are all areas which could be resolved through better engagement with educational providers to ensure curriculum is up to date, relevant and fit for purpose.  Individuals also need to be fully prepared with the softer skills required to secure a role in the construction sector i.e. interview skills, presentation skills and communication skills.    

To further compound the lack of existing professionals to service growing demand – the number of students selecting construction as a profession is also concerning and presents another barrier to contractors as they have no guaranteed pipeline of talent.  The aging workforce means there is a need for a stream of new entrants to replenish dwindling numbers but both secondary and primary research highlight that the profile of the industry itself is not necessarily appealing to new entrants.  Young people don’t believe it is a very exciting environment to work in or consider themselves suitable.  This is also particularly poignant for females who are exceptionally underrepresented in this sector – possibly due to perceptions of the industry being heavily focused on manual labour.  The primary research also indicated the fact the sector was male dominated with 10 out of 10 respondents suggesting this is a barrier to choosing a career in construction.  

Perceptions regarding financial security, flexibility and need to relocate were also cited as barriers – indicating that the industry could do more to promote opportunities which are flexible with high earning potential.  By actively promoting the security of the sector and marketing the variety of roles available, it will become a more appealing option for young people or those looking for a career change later in life.  

The secondary research also indicated that costs associated with the lack of skilled workers are astronomical – Open University citing additional recruitment costs, increasing salaries on offer (counter-offers as recruiters play against each other) and temporary staff equate to millions of pounds which could be reduced with greater availability of skilled workers.  The prospect of a potential gap in the labour market resulting from changes to immigration policy should also be considered – furthering the need to effectively upskill and ensure supply can service demand.  

These recruitment costs are further compounded by the volatility of material costs which squeeze margins and can make certain projects less appealing for contractors to bid for.  

Uncertainty regarding ‘order book’ and future contracts was also referenced by participants of the primary research – influencing how and who they recruit. It’s more difficult to take on and invest in permanent positions if the future of the organisation is not guaranteed – hence why they often utilise freelance professionals.  This presents further challenges to closing the skills gap.  Educational/recruitment pathways such as Graduate Apprenticeships in Construction Management is one way to encourage both organisation and learner to engage in a relationship which aims to fulfil the skills development demands as well reduce costs associated with recruitment.  
· To identify current and future recruitment requirements/expectations of main contractors in Wales and if these are being satisfied by current education provision;

The primary research indicated that at present, the preference was to recruit for Construction Management roles internally – promoting from within – and organisations also prefer to recruit those with a degree or HE/FE qualification in a construction related topic into an entry level position.  The frequency of recruiting graduates directly from University was low amongst all participants despite many reporting the fact they offer successful graduate programmes.  These programmes appear to follow a similar format in that they consist of a 2-year role rotation scheme to give the recruit exposure to a variety of opportunities within the organisation.  

Most survey participants offer placements to students but only 20% stated that they had an affiliation with an FE/HE provider for the purposes of recruitment.  There is certainly scope for further development and a more collaborative effort from contractors large and small to help close the skills gap that currently exists.  

With 9 out of 10 respondents indicating that the education/training candidates possess is not fit for purpose there is evidence to suggest greater input is required from industry into course content/curriculum delivered by educational establishments.  Only 1 respondent indicated that they have worked with an institution to advise on content but the remaining 9 would consider doing this in the future.  This engagement is considered paramount to ensure students are armed with the relevant skills and expertise that accommodate evolving political, environmental, social, economic, legal and technological factors that affect this industry.  

By creating strong relationships with educational providers, organisations would have a better understanding of delivery methods and course content as well as the opportunity to recruit directly from institutions offering construction related qualifications.  

· To define how main contractors are currently supporting the development of professional skills to minimise the existence of a skills gap in Wales’ construction industry and satisfy the aforementioned requirements/expectations.  

The secondary research published by the likes of CITB and educational establishments highlights that there is strong knowledge and understanding of the current skills challenges presented in this sector.  Promoting this data is critical in making sure organisations are well informed and can be influenced to act – minimising any negative effects these skills shortages have on their business and the industry.  

The CITB funds ‘Go Construct’ which is an industry wide initiate that aims to attract, inform and retain a talented workforce for the construction and built environment sector.  They have also established an Ambassador scheme to inspire the next generation of young people to consider construction as a career and to also pass on skills, knowledge and enthusiasm to potential new entrants so that the skills gap is increasingly minimised.  

The article relating to research undertaken by L&Q also referenced the investment they were making in a collaborative project with the Construction Youth Trust called ‘Learning to Succeed.  This is a £1m initiative targeted at schools in the London area to challenge the negative misperceptions of the construction industry and inspire young people to select a career from the plethora available within the sector.  

The primary research revealed that 80% of main contractor respondents believed it was their obligation to contribute to the hiring, training and development of entry level candidates whilst 20% stated that they found it difficult to accommodate the costs of training when margins are already tightly squeezed.  The contractors interviewed recognised that the aging workforce needs replacing and there is a need to train, develop and retain the best talent in the region.  Technology was also referenced in that the skills required are continually evolving and these need to be harnessed to capitalise on future opportunities.  

Participants of the primary research were also surveyed in relation to what engagement schemes they operate to raise the profile of construction management positions.  All indicated that they offer placement opportunities and 9 out of 10 indicated that they offer open days/site visits for individuals to gain some insight and experience into the various roles offered in the sector.  Engagement with individuals via CITB/CIOB also featured highly with 7 out of 10 selecting this option.  60% engage directly with schools, colleges and universities – which presents a key development opportunity to target individuals at a time when they are considering career options and could be inspired/influenced to explore construction.  Engaging with careers service was very low on the list of chosen engagement routes which is concerning given this can be the first port of call of individuals seeking guidance in relation to their future options.  Not all organisations who responded use the power of marketing and strategic communications to highlight career opportunities that exist and this is certainly one area for development which could significantly influence the perception of the sector, raise the profile of career paths and increase the number of expressions of interest in this area to study/work.  

Finally, when asked if they had any other feedback in relation to the skills gaps within the construction industry, respondents referenced financial support required to invest in new recruits and a desire to work more closely with educational establishments to promote the industry and opportunities available.  




5.2	Recommendations

The researcher has identified three key themes in conclusion which form the basis of the recommendations.  These support the overall research aim to contribute positively to the development of skills in the Wales’ construction industry.  

· Theme A – Construction Industry Profile
· Theme B – Education
· Theme C – Recruitment 

Theme A - Construction Industry Profile

The research reinforced the existence of numerous barriers to entry into construction as a career including the industry profile which undoubtedly impacts the availability of skilled workers.  More could be done to highlight the plethora of appealing opportunities and high earning potential of certain roles – particularly in Construction Management i.e. Design, Surveying and Project Management.  

Recommendations for main contractors relating to this theme include:
· Utilise innovative marketing and strategic communication tools more effectively to raise the profile of organisation/sector success, share insight into the profile of various roles that exist and promote opportunities.  These include digital marketing and social media as well as more traditional methods of engagement i.e. advertising, press releases and networking.   
· Effectively communicate the strength of the industry as a whole – highlighting the anticipated demand for certain skills in the future given the anticipated investment and development opportunities.  
· Invest in promoting the success of the sector and organisations operating within it – presenting the industry as a safe (financially and wellbeing wise) environment in which to work and profiling the existence of exceptionally successful organisations.   
· Engage with educational establishments and recruitment organisation to market certain roles to a wider target audience.  Present case studies/profiles of various roles which individuals are less familiar with, promoting clear career paths so students select options and skills which are transferable.   

Theme B - Education 

The research highlighted there is scope for construction companies to engage more closely with educational providers for a variety of benefits and to ultimately reduce the skills gap that exists within this sector.

Recommendations for main contractors relating to this theme include:
· Engage with sector skills councils to ensure there is a strong representation from organisations of various size and specialism.  This provides the opportunity to understand and influence policy and strategy as well as take a collaborative approach to educational developments.  
· Engage directly with educational establishments and work closely to influence curriculum - ensuring it is fit for purpose, relevant and up to date.  
· Work collaboratively with educational establishments to explore various work-based learning opportunities that would suit both student and employer.
· Develop a collaborative relationship with education providers to support the recruit the next generation construction professionals – fresh from education with drive, enthusiasm and commitment to their career.  
· Ensure that educational establishments offer relevant up to date career advice in relation to what roles exist within the sector, what the requirements are for those roles (professional sector specific skills as well as soft skills) and how to support the career path.  
· Explore innovative ways to engage with students directly – offering site visits and open days plus competitions/sector challenges, TED type talks and networking events to give students or those interested in a career in construction the opportunity to meet and explore various job roles.  
· Develop strong internal career development initiatives to ensure there are opportunities for those in lower level positions to progress – increasing the profile of the sector as one with clear career pathways/routes to promotion.
· Explore the opportunity for shared apprenticeships which would involve collaboration with other organisations to offer a varied programme of learning – giving insight into various positions across different organisations.  

Whilst it may seem a costly exercise for main contractors to take responsibility for encouraging, developing and nurturing next generation construction managers, the figures from the Open University highlight the key benefits of taking steps to remedy the situation.  Essentially all scenarios deliver cost savings to the main contractors over a lifecycle or period in time but may not be easily accountable for on a project by project basis.  There are clearly benefits to a collaborative effort from the big players to flatten the cost curve and provide a more sustainable source of talent.  

Theme C – Recruitment 

The research highlighted the heavy costs associated with current recruitment processes due to there being limited availability of skilled professionals.  By exploring alternative recruitment methods and working closely with various organisations and educational institutions to offer in work progression, traineeships and apprenticeships, the sector will benefit from greater access to resources and the diminishing power of recruitment agencies.  

Recommendations for main contractors relating to this theme include:
· Explore more innovative methods of recruitment – advertising to a wider audience, engagement with schools and educational establishments as well as careers advisory services to ensure those guiding young people are familiar with the variety of roles in the sector.  
· Develop relationships with educational institutions to establish a stronger recruitment process for future graduates.  This could include a long-term development programme so that those joining a construction related (or other) course have regular interventions from potential employers so they are well supported to develop various skills that that employer will require when they come to graduate.  This allows frequent interaction and discussion opportunities where individuals can explore how their interest, skills and developing knowledge could best be transferred to the construction sector.  

It should be noted that many organisations already have well established relationships with agencies, education providers and sector specific bodies (i.e. CITB) for their recruitment and training needs.  The commitment should be widespread and whilst there is a cost to investing in the future skilled professionals, it is important we support organisations to raise the profile of these opportunities so that the sector can service the anticipated level of demand for construction and development projects in the future.  


Final words… 

Through effective collaboration, marketing, communication with educational providers, networking and recruitment – we should see an increasing number of individuals setting ambitions to work in the construction industry and progress being made to close the skills gap.  

Construction Management offers a wide range of career opportunities and numerous benefits including opportunities to earn high salaries, travel and experience working on exciting projects with reputable organisations.  
This sector is evolving – it is becoming more technologically advanced, innovative and competitive.  There is a focus on being more sustainable whilst also operating efficiently at all stages of the project.  Whilst new skills are essential – there is also a vast number of experienced individuals who have a lot to offer in the way of knowledge transfer so established organisations are well placed to offer unique learning experiences with well trained professionals.   

It is essential main contractors are on board and commit to developing future talent as they will ultimately benefit from this investment – as will Wales.  
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Appendix A
Gantt Chart – Research 

	
	WEEK
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13
	14
	15
	16

	Prep
	Complete Secondary Research which will provide clear guidance as to where the gaps exist in the research and areas for further exploration in Primary Research.  
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Quantitative Research
	Design survey and test with small sample of potential participants.
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Distribute survey online (Survey Monkey) by email and share via social media to maximise number of respondents (boosted post via LinkedIn to target construction professionals).  LinkedIn, Twitter and Facebook to be utilised to broaden distribution.  Issue live link for 2 weeks.
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Collate responses and analyse results.  
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Develop graphical representations of data and input into report – supplementing the research gathered via interviews.
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Qualitative Research
	Design interview questionnaire – approx. 4 key questions to prompt discussion and sense test with small sample of individuals.  
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Identify participants and send invitations to interview (2 weeks’ notice) – clearly stating the topic of research proposal and why their feedback/input is valid for this discussion.  
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Undertake interviews (allocate 1 hour per interview).
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Collate results in report and identify key themes to be transferred into Quantitative Research questionnaire.  
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	
	Send summary of report to interview participants (with permissions) and thank for their involvement.
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


	Reporting
	Collate all research and complete Dissertation.  
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



Appendix B

Online Survey (with compiled results)  
As a senior manager/director in the South Wales Construction sector, I am looking to gauge your response in relation to the skills gap within the industry and how organisations are contributing to developing the profile of Construction Management as a career opportunity. 
Construction Management Positions – i.e. Site Manager, Quantity Surveyor, Design Manager, Engineer, Estimator, Planner etc (white collar).

What are the biggest challenges you face as an organisation when recruiting into Construction Management roles? Please tick all that apply.
	
	
	Tick all that apply

	Internal recruitment processes
	
	2

	
	
	

	High recruitment agency fees
	
	2

	
	
	

	Lack of available skilled professionals 
	
	9

	
	
	

	Attitudes and behaviours of potential candidates
	
	8

	
	
	

	Lack of on-site experience
	
	5

	
	
	

	Recruits are not work-ready 
	
	7

	
	
	

	Education/training candidates have is not fit for purpose
	
	9

	
	
	

	Development routes not available i.e. specific degree apprenticeships 
	
	1

	
	
	

	Other (please specify)
	
	

	
	
	

	



How do you currently recruit for Construction Management roles?  Please number in order of most frequently selected - 1 most frequent, 7 least frequent.
	Order 1 – 7
	
	1
	2
	3
	4
	5
	6
	7

	
	
	Most Frequent – Least Frequent

	Promote from within. 
	
	5
	3
	1
	
	
	1
	

	
	
	

	Advertise internally then externally.
	
	5
	3
	2
	
	
	
	

	
	
	

	Advertise externally via job boards online/advertising.
	
	
	
	2
	4
	4
	
	

	
	
	

	Utilise recruitment agencies for permanent positions. 
	
	
	1
	1
	2
	1
	5
	

	
	
	

	Utilise recruitment agencies for freelance positions. 
	
	
	
	1
	2
	4
	3
	

	
	
	

	Recruit graduates directly from Universities.
	
	
	2
	4
	2
	1
	1
	

	
	
	

	Other (please specify)
	
	
	
	
	
	
	
	

	
	
	

	



At what stage of education and experience would you prefer to hire a candidate into an entry level construction management position within your company?  Please tick one
	
	
	Tick one

	Recent Graduate (Degree in a construction related study)
	
	7

	
	
	

	Recent Graduate (ANY degree)
	
	

	
	
	

	A FE/HE Qualification in a construction related topic
	
	3

	
	
	

	No FE/HE Qualifications in construction related topic
	
	

	
	
	

	Other (please specify) 
	
	

	
	
	

	


Does your organisation work with any Further or Higher Educational providers to advise on course content to ensure it is relevant and up to date?
	Yes 
	1
	Please specify which establishment
	USW

	
	
	If Yes, have you found it of benefit to your organisation?
	
	

	
	
	Yes
	1
	
	
	

	
	
	
	
	
	
	

	
	
	No
	
	Please specify your reasons below
	
	

	
	
	
	
	
	
	

	
	
	

	
	
	

	No 
	9
	If no, would you consider this in the future?

	
	
	
	
	
	

	
	
	Yes
	9
	
	
	

	
	
	
	
	
	
	

	
	
	No
	
	Please specify your reasons below
	
	

	
	
	
	
	
	
	

	
	
	· If we did have a structures graduate scheme it would definitely be beneficial to ensure course content was relevant to us.  	
· The majority of the company’s hires are experience personnel, however, as we grow, working with a university and hiring of graduates would be advantageous. 
· We have connections with various universities but not in the capacity of advising on course content.
· We work with educational establishments throughout south wales in terms of CSR and education of construction but not in terms of course content.  



Does your organisation affiliate itself with any Further or Higher Education providers with a view of offering placements and employment to its students/graduates?
	Yes 
	2
	Please specify which establishment
	USW, USW

	
	
	If Yes, have you found it of benefit to your organisation?
	
	

	
	
	Yes
	2
	
	
	

	
	
	
	
	
	
	

	
	
	No
	
	Please specify your reasons below
	
	

	
	
	
	
	
	
	

	
	
	

	
	
	




	No 
	8
	If no, would you consider this in the future?

	
	
	
	
	
	

	
	
	Yes
	8
	
	
	

	
	
	
	
	
	
	

	
	
	No
	
	Please specify your reasons below
	
	

	
	
	
	
	
	
	

	
	
	· No affiliation with a particular university but we do take placement students each year. 
· If we did have a structured graduate scheme, it’s something we would look to engage in.  
· Very much project pipeline dependent on recruiting graduates due to time and cost associated with training and mentoring. 
· The majority of the company’s hires are experience personnel, however, as we grow, working with a university and hiring of graduates would be advantageous. 
· No relationship with any specific university but we do offer year out, summer and graduate placements.  
· The company has recruited from a range of universities in south Wales – we would benefit from stronger affiliation in terms of sourcing the best future talent.  
· We tend to take placement students in year 3 of their RICS accredited degree that return to join us full time on completion of their course.  
· We don’t have affiliation with specific institutes, but the company does offer placements to students on RICS accredited courses.



What engagement schemes, if any, does your organisation offer to raise the profile of construction management positions with your organisation?  Please tick all that apply
	
	
	Tick all that apply 

	Engage directly with schools, colleges and universities
	
	6

	
	
	

	Engage with individuals via careers services
	
	3

	
	
	

	Engage with individuals via CITB/CIOB
	
	7

	
	
	

	Offer placement opportunities and work experience
	
	10

	
	
	

	Open days/site visits for individuals
	
	9

	
	
	

	Marketing – strategic communications to highlight opportunities i.e. advertising in magazines, online and via social media
	
	4

	
	
	

	Other – please specify 
	
	1

	
	
	

	The company generally recruits undergraduates – sponsor them on a day release onto a RICS accredited degrees and promote withing.  This retains them and results in lower staff turnover.  



What do you consider to be the main barriers to choosing a career in construction?
	
	
	Tick all that apply

	Lack of appealing development routes (i.e. apprenticeships)
	
	3

	
	
	

	Opinion that construction doesn’t offer career progression 
	
	5

	
	
	

	Opinion that construction is stereotypically a male dominated industry
	
	10

	
	
	

	Opinion that construction is a risky sector to operate in – financial security 
	
	7

	
	
	

	Opinion that construction is a risky sector to operate in – safety wise 
	
	4

	
	
	

	Perceived lack of flexibility/agile working – on-site roles
	
	10

	
	
	

	Perceived requirement to relocate with company/projects  
	
	10



Does your organisation operate an internal trainee/graduate programme for those leaving education and interested in pursuing a career in construction management?
	Yes 
	7
	Please outline how successful you believe this to be:

	
	
	
	
	


	
	

	
	
	· Successful structured role rotation programme – a 2-year scheme where experience is gained across a range of our job roles.  
· We actively recruit undergraduates for day release and also recruit recent graduates.  
· Very successful.  Students complete a structured 2-year graduate scheme then progress to ongoing personal development plans including ongoing training which results in low staff turnover.  	
· Successful – we hire undergraduates into day-release employment and graduates into structured two-year rotational scheme. 
· Successful scheme for recently graduated students. 
· We do, but most trainee type roles are of undergraduates that are sponsored through a university.  
· It varies- generally successful when we have an intake of graduates – usually one each of commercial and operations (QS/Surveyor) – not every year though. 

	
	
	




	No 
	3
	If no, would you consider this in the future?

	
	
	
	
	
	

	
	
	Yes
	3
	
	
	

	
	
	
	
	
	
	

	
	
	No
	
	Please specify your reasons below
	
	

	
	
	
	
	


	
	

	
	
	· This is dependent on future pipeline of work and If there is sufficient to take on graduate trainees. 



Does your company believe it has an obligation to contribute to the hiring, training and development of entry level candidates to ensure the industry skills shortage doesn’t increase in Wales?
	Yes 
	8
	

	
	
	
	
	
	
	

	No 
	2
	

	
	
	
	
	
	
	

	Please use the space below to give reasons for your answer:
	
	

	
	
	
	
	


	
	

	· We have an aging workforce that needs replacing. 
· We aim to train, develop and retain the best talent in the region. 
· Yes, but the management of the costs and lack of structured mentoring we could offer would make it difficult.  
· All large contractors have an obligation to develop the next generation of construction management staff.
· Not at the present time and in the current economic climate.  Experience counts for everything today – the costs associated with training and mentoring graduates is detrimental to our margin and profit.  
· It does and we believe we are key contributors to this.
· Yes – but consistency in hiring and developing graduates depends greatly on the pipeline of projects, bids won and frameworks we are successful in tendering for.  
· The industry has an aging workforce that will need to be replaced.  Also, technology is changing, and new skills are required to capitalise on opportunities.  
· The costs associated with training and development directly impact our profit-making additional contributions tough to bear.  
· The company does offer a range of entry level employment opportunities but forecasting internal demand is very much dependent on order book of project wins/bids.



Would you like to make any comments or suggestions in relation to the skills gaps within the construction industry and how these can be overcome?
	· Financial assistance from the government to pay a proportion of trainee’s salaries to ensure a consistent annual stream of new recruits.  
· A lack of certainty over future projects can make forecasting difficult in terms of resources and staffing.  
· Affiliation with local educational establishments to promote the industry and opportunities within.  A regular intake of trainees is difficult due to fluctuations in workload and future order book.  
· Our company does offer an internal, block release degree for candidates we hire as undergraduates.  This is delivered by a Uni based in England with whom we’ve collaborated and given guidance on course content.  





Appendix C
[bookmark: _Toc536041900]Ethics Statement

This research will adhere to the six key principals set out in the ESRC (Economic and Social Research Council) guidance.  
· I will guarantee quality and integrity of my research;
· I will seek informed consent of all participants (content forms distributed prior to interview and statement included in online research introduction);
· I will respect the confidentiality and anonymity of all research respondents;
· I will ensure that participants engage in the study voluntarily (reinforced on the consent form and statement included in online research introduction);
· I will avoid harm to participants;
· I will demonstrate that my research is independent and impartial (reinforced on the consent form and included in online research introduction).
Both interview and online questionnaire will be tested to ensure the format is accessible and easily interpreted – leaving little room for ambiguity which will increase the validity and reliability of results.  I will endeavour to provide the interview and questionnaire in alternative formats if necessary (accommodating language or special accessibility requirements).
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What are the biggest challenges you face as an organisation when recruiting into Construction Management roles? (tick all that apply) 


Internal recruitment processes	High recruitment agency fees	Lack of available skilled professionals	Attitudes and behaviours of potential candidates	Lack of on-site experience	Recruits are not work-ready	Education/training candidates posess is not fit for purpose	Development routes not available i.e. specific degree apprenticeships	2	2	9	8	5	7	9	1	
Number of responses 



How do you currently recruit for Construction Management Roles? 
(1 being most frequent, 6 being least frequent)

1	Promote from within	Advertise internally then externally	Advertise externally via job boards online/advertising	Utilise recruitment agencies for permanent positions	Utilise recruitment agencies for freelance positions	Recruit graduates directly from Universities	5	5	2	Promote from within	Advertise internally then externally	Advertise externally via job boards online/advertising	Utilise recruitment agencies for permanent positions	Utilise recruitment agencies for freelance positions	Recruit graduates directly from Universities	3	3	1	2	3	Promote from within	Advertise internally then externally	Advertise externally via job boards online/advertising	Utilise recruitment agencies for permanent positions	Utilise recruitment agencies for freelance positions	Recruit graduates directly from Universities	1	2	2	1	1	4	4	Promote from within	Advertise internally then externally	Advertise externally via job boards online/advertising	Utilise recruitment agencies for permanent positions	Utilise recruitment agencies for freelance positions	Recruit graduates directly from Universities	4	2	2	2	5	Promote from within	Advertise internally then externally	Advertise externally via job boards online/advertising	Utilise recruitment agencies for permanent positions	Utilise recruitment agencies for freelance positions	Recruit graduates directly from Universities	4	1	4	1	6	Promote from within	Advertise internally then externally	Advertise externally via job boards online/advertising	Utilise recruitment agencies for permanent positions	Utilise recruitment agencies for freelance positions	Recruit graduates directly from Universities	1	5	3	1	



At what stage of education and experience would you prefer to hire a candidate into an entry level Construction Management position with your company?

Recent Graduate (Degree in a construction related study)	Recent Graduate (Degree in ANY subject)	An FE/HE Qualification in a construction related topic	No FE/HE Qualification in construction related topic	7	3	

What engagement schemes, if any, does your organisation offer to raise the profile of construction management positions?

Engage directly with schools, colleges and universities 	Engage with individuals via careers services	Engage with individuals via CITB/CIOB	Offer placement opportunities and work experience 	Open days/site visits for individuals	Marketing - strategic comms to highlight opportunities (online, advertising etc)	6	3	7	10	9	4	
Number of responses



What do you consider to be the main barriers to choosing a career in construction? (tick all that apply)

Lack of appealing development routes (i.e. apprenticeships)	Opinion that construction doesn’t offer career progression	Opinion that construction is stereotypically a male dominated industry	Opinion that construction is a risky sector to operate in - financial security wise	Opinion that construction is a risky sector to operate in - safety wise 	Percieved lack of flexibility/agile working - on-site roles	Percieved requirement to relocate with company/projects 	3	5	10	7	4	10	10	
Number of responses



Does your company believe it has an obligation to contribute to hiring, training and developing entry level candidates to ensure the industry skills shortage doesnt increase in Wales? 


Yes	No	8	2	
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Expense Cost

Additional recruitment costs £70 million
Increasing salaries on offer £142 million
Training for those hired at a lower level £56 millon

‘Temporary staffing £87million
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