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Executive Summary

Cogent and the National Skills Academy Process Industry have the responsibility for the skills agenda in the Pharmaceutical sector and work closely with SEMTA who lead on bioscience and coordinate the broad science agenda. The purpose of this workshop was to;

Confirm with employers and professional associations the skills challenges facing the pharmaceutical sector

Identify the areas where the Cogent-Academy alliance can make a difference and to action clear deliverables for the sector

Ensure that actions build on and not duplicate existing initiatives 
The workshop confirmed six skills challenges faced by the pharmaceutical industry and brain-stormed a number of solutions. In many areas there is ongoing work and a first step for Cogent is to map the conclusions and initiatives emanating from recent studies;

SSC Science Cluster
Industrial Bio IGT Report

SEMTA SSA for Bioscience


ABPI Skills Report 2008 & Bioscience 2015
Cogent will ensure that the output from these groups is supported and enhanced through the workshop.

The group identified significant interest in taking forward a number of initiatives and the Cogent-Academy Alliance has indentified where they could make an impact.
1. Career pathways for the pharmaceutical sector 
· Build upon Cogent’s career pathways website and strengthen the pharmaceuticals section. This can provide a versatile tool for use in schools, with careers advisors and recruitment fairs. The use of DVD clips brings to life the industry and career maps with job role details provide an interrogatory tool for individuals thinking about their career
2. Graduate training and development 
· A number of initiatives were identified

·  Industrial placements as a route to ‘work ready’ graduates; an active sub-group from the workshop has been established to lead on this initiative
· Foundation degrees to up-skill the existing workforce, this would form part of Cogent’s HEFCE project supported by SEMTA to develop a national framework for science & engineering Foundation degrees;
· Graduate development through modular MSc provision that would build on Cogent’s leadership in HE as part of the SSC Science Cluster; new graduate CPD programmes through the NW Partnership (Cogent/SEMTA/BioNow)
3. Innovation in production
· Defining the operational skills required for world class manufacture in 2020 using Cogent’s Gold Standard job roles as a template; this will include technology innovation, business acumen in the workplace and seek to integrate regulatory compliance

4. Management & Leadership

· The workshop articulated specific M&L requirements for the global pharmaceutical industry; in light of the plethora of M&L provision a work group of employers and providers (e.g. Cranfield) will be established to clarify the industries requirements, identify gaps and develop employer supported courses

Next Steps

Working groups will now be formed to take forward these initiatives; if there is a particular work group you would like to be involved in please email John Holton (john.holton@cogent-ssc.com ); many of the attendees have already communicated their interest in being part of specific work groups. Each work group will meet before the autumn to scope activities.
The initial work groups are;

	Work group
	Cogent Lead
	Comments

	Industrial Placements
	Kieran Quill
	Already active

	Foundation Degrees
	Pauline Maden
	HEFCE funded project

	Graduate Development
	Caroline Sudworth
	Initiated work

	Innovation in production
	John Holton
	

	Industrial Bio
	Brian Murphy
	Output from IGT report

	Career Pathways
	
	To be defined

	Management & Leadership
	
	To be defined


A second meeting will be organised in the autumn to feed back on the developments from the work groups.
Output from the Workshop

Following the initial sessions the following six areas were identified as the most important to the sector in terms of skills :-

· Risk-based assessment which is now the focus of the Regulatory Authorities

· Careers in the  pharmaceutical industry; attraction and retention of employees

· Innovation in Pharmaceutical operations

· Management and Leadership in a global industry

· Graduates and Higher level provision

· STEM education and support for young people

The six themes were split across three break-out groups for a more in depth review.

Challenge:  Regulatory Compliance and the Skills Debate

· MHRA statement – “the impact of global supply and the need for industry to further develop skills to support their assessment of risk to ensure product quality”.

· CPD for existing staff – to improve the understanding of Regulatory Compliance with a new emphasis on the need for staff to assess risks at all stages of pharma product development to ensure maximum quality.

· Awareness for all staff of the Regulatory issues, eg a cleaner may not appreciate the ‘big picture’ of pharma drug development but should grasp the importance of the job in the quality chain.

· Integration into GLC, GCP & GMP – the Compliance Statement is the responsibility of the most senior management and its implications should be appreciated at that level and mechanisms in place to cascade to all staff.

· A Quality System (QS) could be a competitive advantage against overseas pharma. With the increasing competition from Indo-China there is an opportunity for UK pharma to excel in the implementation of a QS across the entire life-cycle of drug discovery, development and distribution, thereby achieving competitive advantage with the Regulatory Authorities.

· The recently established Office for Life Sciences (OLS) should be contacted to discuss this proposed Skills Strategy for Pharma UK.

· Lessons learned from other regulated environments could be applied to Pharma, eg Cogent’s industry-endorsed Competence Assurance Framework and acceptance as good practice by the HSE. 

Challenge: Making the UK Pharmaceutical Industry more attractive to new entrants and to retain staff.

· The UK Pharmaceutical industry needs to demonstrate an attractive career option for individuals that both attracts new entrants and also provides career opportunities that retain staff within the industry.

· Upskill technical staff  - apprenticeships, placements, careers pathways – the clear need for an improved career structure with ‘Gold Standard’ job roles in place.

· Attract quality graduates – review HEI course content, provision, placements. It is the quality of graduate entrants to the Pharma industry which is the key issue. The industry must be involved, through Cogent, in the design of HEI courses.

· Career development framework – an extension of Cogent’s Careers Pathways.

· Buy-in from industry with in-house training provision to an accredited standard, eg through the Academy’s Industry Learning and Training Centre Programmes.

· Priority plan – start with Laboratory Skills which is acknowledged as a key shortage in the UK Pharma sector and where graduates are employed in technical roles.

· Taking advantage of the ‘health care/medicine’ perception of the Pharma Industry to encourage more young people to enter the industry – linked to the STEM Challenge discussed in other groups.

Challenge: Innovation in Pharmaceutical Operations

· The team initially addressed the question – should the UK retain a manufacturing presence and if so what?

· There was unanimous support for UK manufacture on the basis that without a manufacturing presence the R&D would relocate over time and the UK would not have a Pharmaceutical industry. However UK’s strength is in biotechnology and innovation and operational skills should reflect this.

· Efficiency gains are required to off-set costs, particularly wages in order to compete with, for example, India and China. The UK has competitive plants with high productivity in other industrial sectors (e.g. Nissan and Toyota) and the pharma industry needs to learn from these.

· The current offering is heavily focussed on bulk production aligned to block-buster products; operations now need to be tailored to the future needs of the pharma sector.

· Operational skills development should reflect the industry of the future and be focused on the UK strengths 

· Create a broad map of the skills needed to satisfy the demands of the sector in 2020. Integrate these skills into professional status to add value; include business aspects which are often missing. The Gold Standard could provide a format for this.
· Training should have significant elements of practical work-based learning; there should be a strong link between academic theory and work-based learning, strongly supported by a mentor, which is key.

· Train managers to mentor staff who have completed training to ensure content is translated into practical outcomes.

· There should be a focus on the 16-18 and graduate populations to provide the skills and competencies that add value to the industry, focussing on the future not just the issues now.

· There needs to be a commitment from business to continue to invest in training even in a poor economic climate; this is a buy-in for the long term sustainability of the UK pharma industry.

· Teach staff how to quantify the impact of training.

Challenge: Management and Leadership in a Global Industry

· The debate started with a brief review of management vs leadership and from this the session focused mainly on management skills.

· There was a general view that the base management skills were present but this should be benchmarked.

· A number of specific skills relevant to the global phrama sector were identified.

· Contracting

· Collaboration

· Working at a distance

· Communications

· Cultural diversity

· Horizontal leadership

· Global project management skills are required in today’s market including integration of the Supply Chain to obtain maximum value.

· There is a lack of business awareness and acumen.

· A number of practical challenges were also identified.

· Large pharma may have some of the above but this is a real challenge for the SME companies; smaller organisations may not be so well placed and managers may be required to cover a broad job remit. The above apply to both the supply and the demand side.

· SMEs lack a collective voice and there is poor engagement with this important part of the industry. In the US the Bio Collective appears to work well and this cluster approach could be duplicated in the UK.

· Managers need to be confident in empowering their staff but this must be in-line with Good Manufacturing Practice.

· Leadership should run throughout an organisation; there is a need to develop leadership language to engage all levels of organisations to help with empowerment.

Challenge: Giving clear guidance to Higher Education and Further Education
· Graduates: Need two categories of graduates: those who can or have the potential to develop as scientific leaders and those who are competent in technical execution
· Industry placements should be the key mechanism in the selection and development of both types but especially scientific leaders. This if done systematically and strategically can provide the way to have long term educational  collaborations with the University (could also facilitate R&D collaborations between university and corporation)

· Scientific leaders in discovery of new medicines and, increasingly, in the development (clinical trials) of these medicines

· Technical execution is being outsourced to the East but also within UK if a UK supplier is competitive.

· FE: There is a lack of qualifications in pharmaceutical subjects at Level 3.

· Action: Develop a Vocational Package including A Levels, L3 NVQs, HNC, HND and FDs. 

· As part of the above, identify the core competencies and feed them into the curriculum framework

Challenge:  School education (especially STEM subjects but also English)

· The schools system is not delivering the numbers of students with the required understanding of STEM subjects

· There needs to be a consistent approach, across the UK, to teaching STEM subjects at school, from primary to secondary. A partnership between industry and education is needed

· More effort is needed to educate parents about importance of STEM and the advantages for their children (careers, jobs, other educational aspects)

· More effort too in educating teachers
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